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ABSTRACT
MENTORING: ITS EFFECT ON BLACK OFFICERS' CAREEHR
PROGREZSION WITHIN THE US ARMY: An Analvsig of
Biacx Ser:or Armv Cfficers' Perceptions of
Mentor.ng, by Majlor E. James Magon, USA., 151
pages.

This study addresses the mentoring experiences =f b.ack
and white genior Army cfiicers. Princ:pal.y, thre study
investigated the nature of black senior officers’
mentoring experiences and the perceived effect of those
experiences on their career progregsgicn. It alego
examined the number o¢of both groups’ mentoring
experiences and their perceptions of the role of mentors
to asgscertain the prevailing thought among the populaticn.
The research hypothesis of the study 18 tha: there s no
correiation between mentoring and biack officerg’ career
progresgion with:n the US Army. The study uses
sStatistical tests to analsze black and whive 3enior
officers’ regponses to the "Senicor Officers’ Perceptions
0of Mentoring Survey,  and to determine 1! there were
si1gnificant differences 1n their perceptions of
mentoring.

The gtudy concludes that the research hypothes:is 1s
invalid. Black s=znior Army officers perceilve that
mentoring heips black officers’ career progresesion

witinin the US Army. and that mentoring .8 an 1mportant
factor 1n their pregent career success. Ll=zo ., 58% of the
black senior officers surveved reported having been
involved in a merntor:ing relationship. Further, mcs* of
them firgt recelved mentor i1nterest prior to their :lth
year o0f serv:ice.

Moreover ., 58% of the genior Army officers reported having
been 1nvolved 1n a mentoring relationship. The:ir
attitudes towards mentoring were positive, and they
reported that mentoring was an important career
development tool that added to junior cfficers’ :10b
gatigfaction and succesg 1n the organ:zation.

The gtudv also concludeg that senior officers perceilve
that mentors should defi:nitely assume the rcleg of role
modei ., counselor., and teacher.
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ABSTRACT

MENTORING: ITS EFFECT ON BLACK OFFICERS' CAREER
PROGRESSION WITHIN THE US ARMY: An Analysis of
Black fenior Army Officers' Perceptions of
Mertoring, by Major E. James Mason, USA, 151
pages.

This study addresses the mentoring experiences of black
and white senior Army officers. Priancipally, this study
investigated the nature of black senior officers’
mentoring experiences and the perceived effect of those
experiences on their career progression. It also
examined the number of both groups' mentoring
experiences and their perceptions of the role of mentors
to ascertain the prevailing thought among the population.
The research hypothesis of the study 1s that there 1s no
correlation between mentoring and black officers' career
pProgression within the US Army. The study uses
statlstical tests to analyze black and white senior
officers' respconses '0 the "Senior Officers’' Perceptious
of Mentoring Survey," and to determine if there were
significant differences in their perceptiocns of

mentoarinda.
R S R N R

The study concludes that the research hypothesis 1s
invalid. Black senior Army officers perceive that
mentoring helprs black officers' career progression
within the US Army, and that mentoring 1s an important
factor 1n their present career success. Also, 59% of the
black senior officers surveyed reported having been
involved 1n a mentoring relationship. Further, most of
them first received mentor interest prior to their llth
Yyear of service.

Moreover, 58% of the senior Army officers reported having

been involved in a mentoring relationship. Their

. attitudes towards mentoring were positive, and they
reported that mentoring was an 1mportant career
development tool thet added to junior officers' job

satisfaction and success 1n the organization.

The study also concludes that senior officers perceive
that mentors should definitely assume the roles of role
model, counselor, and teacher.
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CHAPTER 1
INTRODUCTION

A review of history shows that progress and
promotions of black officers to the senior ranks of the
United States Army leadership have been slow. Professor
Charles C. Moskos, Ph.D, a military sociologist at
Northwestern University in Chicago, clearly makes the
point 1in the following statement:

"Although the rise among black officers

has not been sharp, the i1ncreased black
representation in the Army officer corps is

impressive." {USAGSC Field Circular 21-451 1-3)

In the late 197¢'s, Clifford L. Alexander, Jr., the
first black Secretary of the Army, promoted five black
colonels to the rank of brigadier general, the bighest
one-time total i1n American history (Dabbs 37). Since
that time, black ufficers' climb to senior-level
leadership positions and rank have continued
progressively 1nto the 1983's.

As the Army moves into the 2lst Century, the
challenges confronting 1ts leaders will be increasingly

numerous and diverse. This 1s evident in the Army's

warfighting doctrine. Field Manual 109-5, Operatious,

outlines the Army's Airland Battle doctrine: "the most




essential element of combat power 1s competeut and
cmfident leadership" (FM 109-~5 13). Therefore, the
development of capable and confident leaders is the
Army‘’s number one priority. Hence, td find ways to
improve leadership development and to enhance the
professional development of US Army officers, the Army

conducted the Professional Development of Officers Study

(PDOS), from 1984 through 1985.

One of the many 1ssues addressed in the study was
mentoring. Mentoring is defined 1n the study as: a style
of leadershlip closely resembling coaching. It 1s
characterized by open communication, role-modeling
values, effective use of counseling, and sharing of the
leader's frame of reference with his junior officers
(Bagnal's Memo 1). Even though the primary authors of
the study promoted the new definition, they later
recognized the significance of the old meanitg i1n a 1985

Military Review article entitled, “Leaders as Mentors."

Lieutenant General Charles W. Bagnal and authors write

that mentors:

"... may have a profound effect on the
careers of thelr proteges when they intervene to
ensure that thelir proteges obtain desirable
assignments. However, such a spousorship role
is not a desirabhle aspect of Army mentorship
because it results in perceptions of favoritism,
elitism and promotion by riding the coattails of
influential seanior officers. This type of
mentorship cannot b2 condoned 1n the Army."
(Jolemore 7; Bagnal and others 16)




Because of the authors' positiou and the findiugs of
the PDOS, the Army essentially redefined the term mentor.
In the Army context, a mentor 1s a leader who uses a
mentorship style 1n developing subordinates (Krysa 16).
For the purposes of this study, however, the US Army's
definition of mentoring was not used. Rather, the
researcher used the following historical and traditional
definition: mentoring 1is an informal relationship 1n
which a person of greater rank and expertise teaches,
counsels, guides, develops and takes a personal interest
in the professional career of a younger adult {Alleman
45). Emphasizing this point further, Professor David M.
Hunt of Califorunia State University states:

"Mentoring is historically and traditionally
an "i1nformal process" that links senior and

junior members of professions and /or organizatlions

together. Mentors pass on (teach} skills, awake

proteges politically, guide, counsel, cajole,

or even reprimand them, while at the same taime hoping
to bask in the successes of those of their proteges
who succeed." (Hunt 9)

Because of the informal and parental nature cof
mentoring, the mentor-protage relationshlp 18 more than
mere supervisor-subordinate counseling and teaching
(Ilgen & Youtz 16). As Major L. M. Ewing explains 1n a
1986 Army magazine article, mentoring is a more amblguous

councept than leadership. It means more than leadership,

counseling or teaching 1n a senior-subcordinate

relatiouship, although the Army has chosen to define 1t




only in those terms. The ounly valid assertion about the
way mentoring 1s being used within the military community
1s that it 1s a relationship (Fwing 20).

Alsdo, unlike what the PDOS suggests, the mentor-
protege relationship cannot be legislated, (i. e.,
officers cannot be assigned a protege)}, because the
relationship i1s ¢of an inteunse and emotional nature
(Shapirs, et al., 51-58). The choice of a protege 1is

personal: a mentor may consider many variables. Thus,
social class, gender, and race are potential
discriminators in the selection process (Ilgen & Youtz
20) .

Because of the interpersonal nature of mentoring-
type relationships, and their potential importance in the
careers of Army officers, the researcher found the
phenomenon of mentoring worthy of furcher research and
study.

Research Question

The purpose of this research was tn answer the
question: Were the effects of mentoring relationshipe an

important factor in the careers of black senior officers

(lieutenant colonels [promotable] and above)?




Research Hypothesis

The research hypothesis was stated as a nulil
hypothesis to statistically test the statement. The null

hypothesis 1s:

There is no correlation between mentoring and black
cfficers' progression to senior rank and positions wichin
the US Army.

In addition to the central research question, the
study also sought to angwer four subordinate guestions:

1. How are mentoring relationshlps viewed by
senlor-level officers?

2. Are black senior officers' perceptions of
mentoring relationships differeant from the perceptions of
white officers?

3. Do black senior officers report the same number
of mentoring relationships as white officers?

4. Do black senlor officers perceive the same
amount of career benefit from mentoring relationships as
white officers?

Background

The establishing of mentoring-type relationships 18
a time-~honored procedure for professional and social

development {Stewart and Hicks 1¢). The Dictionary of




Occupational Titles ranks mentoring as the highest and

most complex level of functioning in the people-related
hierarchy of skills (Alleman 74).

Th. term mentor comes from Greek mythology. It
first appeared in Homer's Odyssey. During Odysseus'
lg-year absence, he entrusted the care and education of
P1s son "elemachus to Mentor, his trusted friend and wise
counselor. Mentor’'s responsibilities were widely .
encompassing. The "old man" was responsible not oanly for
Telemachus' professional development, but also his
spiritual awareness.

The comprehensive ianfluen of Mentor was an

integral part of what came €O be Known as mentoring in

responsible for the professional skills of their
proteges, but also for their social, personal, and
religious habits (Clawson (1985) 36).

Mentoring has historically been a useful ingredient
in the careers of professionals, and most evideunce shows -
that mentors can be extremely important to officers’ ha
success in the Army. United States military history 1s
replete with examples of mentoring. Captai) Harold E.

Raugh Jr, in a June 1987 ARMY magazine article, descraibes

one such relationship:




"History offers many examples of military
mentorship, but none has been as successful and
effective as that involving two U.S. Army
officers, John J. Pershing and George C.
Marshall."

The "spec¢:al" relationship between the World War I
leader and the future World War II Chief of Staff of the
Army 18 a perfect example of mentorship. Each of these
officers reached the pinnacle of his profession, serving
as Chief of Staff of the Army. Further, both bore the
mantle of responsibility in plananing and organizing the
eventual success of the United States Army in World Wars
(Raugh 52).

While this example, and mauny more from US military
history, does not prove that having a mentor 13 necessary
to reach the top in the Army, 1t suggests that it is
important (Jolemore 8). Major General Kenneth A.

Jolemore 1n a 1986 Military Review article entitled, "The

Mentor: More Than a Teacher, More Than a Coach," states:
"The traditional mentor system has

identified big winners early (there are

few who will qualify) and allcwed them to

train early for the highest responsibilities.”

(Jolemore 16)

The Army supports this view and has takeun steps to
capitalize on the "more positive" aspects of the
phenomenon Of mentorship. Thus, the "mentor-based

strategy” was conceptualized to incorporate elements of

mentoring 1n the US Army's leader-development process.




Today, the term mentor invokes the 1image of a
seasoned "organlzational" executive who uses years of
experience, and the benefits of organizat:ional position,
to train and guide younger iudividuals ahead in their
careers. This phenomenon 1is drawing i1uncreasingly more
attention with each passing day because of the increased -
pressure that has been placed on leaders and managers to s
improve subordinates' performance. Thus, mentoring has
been racognized by the military and business communitles
as a method of improving subcrdinates' professional
performance and preparing selected individuals for fﬁ
positions of increased respousibilities. .
In 1977, Gerald R. Roche conducted a study which
surveyed 3,976 successful executives. He found that
nearly two-thirds of the executlives had a mentor, and
one-third of them have two or more mentors (Roche 14).
Jewel Food Company's presideunt, Donald S. Perkius states:
"I don't know that anyone has ever succeeded
in any business without having some unselfish
spuasorship or mentorship; whatever i1t might
have been called. Everyone who succeeds has had a

mentor or mentors."” (Collins and Scott 100)

Definition cf Terms

The definitions of the following terms apply to thas
study.

Below-the-zone refers to the zone of consaideration

that 18 established to provide the Army an opportunity to




more quickly promote those exceptionally talented
officers who possess clearly outstanding potential.
Accelerated promoticn provides an inceantive for all
officers to strive for excellence and identifies those
whose accomplishments, demonstrated capacity for
leadership and marked poteatial for senior positions
warrant promotion ahead of their contemporaries...(Marsh
2).

Historically Black College (HBC) refers to those

universities and colleges that were established
specifically for black citizens of the United States,
mainly during the period of segregated education. These
institutions still train larger numbers of black
professionals than the natioun's other institutions of
higher education (United States) (Knowles 464a).

Mentor refers to a loyal, trusted advisor and
teacher, usually older and more experienced than the
1ndividual (protege) under the mentor's tutelage, who
takes a personal 1nterest 1n the protege's career and
provides help and guidance to the protege (Stewart and
Hicks 1@).

Mentoring 1s an informal relacticunship 1in which a
person of greater rank and expertise teachej, counsels,

gulrdes, develops and takes a personal interest in the

professional career of a younger adult (Alleman 45).




Mid-level officers are Army officers within the

ranks of major and lieutenant colonel.

Protege refers to a person under the patronage or
care of someone influential who can further has\her
career (The Random House College Dicticuary 1963).

Senior-~level officers are Army officers within the

ranks of lieutenant colcnel (promotable) and above.

Significance of the Study

Meutoring has recently become the center of
attention 1n both military and civilian communities.
It has been recognized to be an important informal
relationship in the personal and professional development
of adults. Researchers have attributed various career
benefits to mentoring-type relationships. Those
percejved benefits include: 1) higher pay, rapid
promotions, and opportunities to occupy more leadership
positions in the organization; 2) more knowledge of the
business, organization, and customers' buying habits; 3)
higher productivity and performance levels; and 4)
impreoved developmental programs for organizational
leaders (Alleman 76).

Although there were many studies concerning the

aforementioned topics, none were found that specifically

addressed the mentoring experiences of Army officers.

Therefore, this study was conducted to examine the nature




of black and white senior Army officers' mentoring
experiences. Explicitly, 1t explores black senior
officers' perceptions of the effect of mentoring on their
career progressioun in the United States Army.

Hence, this study provides information that may
prove useful to leaders and managers in both the military
and civilian communities, It will expaund existing
knowledge on the subject of mentoring, particularly as it
applies to black senior leaders,

Scope and Limitations

Scope

As stated earlier, this study sought to answer four
subordinate questions as a means of accepting or
rejecting the null hypothesis. Therefore, this study

concentrated on answering the following four guestions:

l. How are mentoring relationships viewed by

senior-level officers?

2. Are black senior officers' perceptions of
mentoring relationships different from the perceptions of
white officers?

3. Do black senior officers report the same number
of mentoring relationships as white officers?

4. Do black senior officers perceive the same
amount of career benefit from meantoring relationships as

white officers?




Assumptions

A review of literature (Chapter 2) supports the
following three agsumptions concerning the phenomenon of
mentoring.

Assumption #1:

Mentoring relationships are perceived to
beneficial to the career of an officer.

Assumption #2:

The Army's definition of mentoring 1s percelived
tO be less than what the term traditionally suggests.

Assumption #3:

There 1s a perception that meuntors are expected
to i1nfluence the careers of thelr proteges.

Limitations

Since the survey method was chosen to gather
information of current perceptions of seunior Army
officers, time was a major limitation. The researcher
had approximately eight months to complete this study.,
Consequently, the sample selected for participation was
restricted to those officers assigned within the
Continental United States (CONUS). This restriction was
necessary to reduce the mailing time required 1n sending
and receiving the surveys. The restriction also provided

sufficient time to sort and analyze the responses.
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Delimitatcions

This study is not a statistical comparigon of black

and white senior Army officers. Therefore, the two
sample groups are not an equal representation of the two
populations. Neither does this study compare and/or

contrast males' and females' perceptions of mentoring-

type relationships.




Organization of the Study

Chapcter 1 is a general description of the study.
Included in this chapter are the introduction, research
question, research hypothesis, and background. Also in
Chapter 1 are the purpose of the study, definition of
terms, scope and limitations, and organization of the

study. .

Chapter 2 1s a review of literature relevant to this
study. The review of literature provides a historical
and theoretical framework for the study. It brings
together a broad spectrum of ideas, theories, and
opinions concerning “classical” mentoring.

Chapter 3 describes how the survey was conducted.
This chapter contains a description of the study, a
description of the subjects, a description of the
instrument, procedures for collecting the data, and
procedures for analyzing the data.

Chapter 4 is the analysis of black and white senior
Army officers' responses to the "Senior Officers'
Perceptions of Mentoring Survey."

Chapter 5 1s composed of the study summary,
conclusions, and recommendations based on the findings
of the study, and new considerations about leader-

development philosophies and programs. Also, areas that

require further research and study are presented.




CHAPTER 2
. REVIENW OF RELATED LITERATURE
Introduction

The purpose of this chapter is to review the
literature related to aspects of this study. This review
supports researchers' claims that mentoring-type
relationships are an important tool in the professional
and leadership development of adults. In a 1983 Academy

of Management Review artlcle entitled, "Meutorship: A

Career Training an

d Development Tool," David Hunt and
Carol Michael reported on the importance of mentoring-
type relatiounships to proteges' career development. The
authors concluded that mentoring relationships enhaanced
career progression within organizations; that most
corporate presidents have had mentors who were essential
TO thelir success; that mentors have aa influeace on
promotion decisions and that mentors view the
relatioanship as professionally rewarding.

This study surveyed literature to attain relevant

information that focused in the following four areas:

l. The roles of the mentor an the relatioansghip.
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2. The perceived differences between mentoring
relationships and other types of relationships.

3. The effect of race on mentoring relationships.

4. The military research conducted in the area of
mentofing to date.

Roles of a Mentor

In examining the roles of a mentor, the researcher
discovered that earlier researchers identified many
roles. Most are included in psychologist Daniel J.

Levinson's book, The Seasons of a Man's Life, or closely

resemble those that are. Levinson and authors wrote:
"Mentoring is defined not in terms of
formal roles but in terms of the character
of the relationship and functions it
serves." (p. 98}
Leviuson and colleagues reported the roles of a mentor to
be as follows:
1. A teacher who enhances the skills and
intellectual development of the protege.
2. A sponsor who facilitates entry and advancement
of the protege.
3. A guide whe acquaints the protege with the values
of the organization.
4. An exemplar who serves as a role rodel.

5. A counselor who gives advice and moral support.

(p. 19@0: Lindholm 4)
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Psychologist Kathy E. Kram of Boston University

reports there are two basic types of roles\functious that

a mentor performs. The first is career functions which
enhance the career development of the protede. These
functions includes sponsorship, exXposure, visibilaity,
coaching, protection, and challenging assignments. The
second set of functions is psychosoclal., These functions
enhance the protege's sense of professional competence,
identity, and effectiveness. They include role modeling,
acceptance and confirmation, counseling, and friendship.
Kram reported that sponsoring was the most frequently
observed career function, and role modeling was the most
frequently observed psychosocial function (p. 23).

In summary. the review of literature found that most
researchers reported similar roles for a mentor. Also,
there 1s a consensus among researchers that one or more
mentor may provide the rolgs\functions throughout a
protege's career. Therefore, the degree to which each

role\function 1s played, 1f played at all, varies (Klaus

Differences Between Mentoring Relationships and Qthers

The differences bhetween mentoring-type and other

reilationships provide a source for confusion when one




studies the phenomenon. Jeanne Lindholm of Massachusetts
Institute of Technology in a 1982 Technical Report

states:

"There is no definitional list of things

an i1ndividual must do in order to be

considered a mentor, and there is no clear

understanding of the specific¢c ways in which a

mentoring relationship differs from a sponsoring

relaticunship or from a good supervisor-

subordinate relationship.” (p. 5)
The Lindholm (1982) report is important because it
characterizes the major differences between mentoring-
type and other relationships. Lindholm's analysis of
mentoring relationships concluded that four factors
distingulished mentoring relationships from other
relationships. She reports that mentoring relationship
18 one that 1) is scatus-differentiated, {(with the meator
in the higher status position), 2) exerts a positive
influence on the lower's career, 3) is considered
"special" by the upper, and 4) involves high personal
attraction for the lower on the part of the upper (p. 5).

I.indholm concludes that the differences between
mentor relatiouships and other types of relationships are

subtle; however, the personal and career-focused rewards

of a mentor relacionship make 2t significantly different

from other kinds of relationships. She further adds,




mentors are expected to influence the careers of their

proteges, a finding which supports the claims of other

researchers i1n the area of mentoring (p. 6).

Mentor-type Relationships and Race

There was only one study féund that discussed or
compared the mentoring experiences of black and white
proteges. The study, "Impact of Race on Mentoring
Relationships,"” was conducted 1in 1985 by Elizabeth
Alleman, a psychologist and management consultant.

The study investigated the effect of race on
mentoring-type relationships. It compared mentoring
experiences of black and white proteges; and black
proteges with black and white mentors. The black sample
consisted of black professionals attending the 1985
national conventicn of the National Urban League. Word
of mouth solicitation among attendees garnered 68
subjects for the study. Of the 68 participants, 23
reported on a2 noumentoring superior-subcrdinate
relationship, 26 reported on & relationship with a black
mentor, 17 reported on a relationship with a white
mentor, and 2 were unusable (p. 76}.

An earlier study (Alleman et al., '1984) of white
mentor and nonmentor relationships provided the
comparison data. The sample population of this study

consisted of subjects solicited from evening MBA classes




and business and professional associations. Of the 50
subjects 1n the sample, 21 were nonmentor relationships
reports and 29 were reports on a mentoring relationships
(Alleman et al., 1984).

Alleman's study found that mentoring experiences of
black proteges were similar to those of white proteges.
She also coucluded that the nature of the relaticnship
and perceived career benefit did not vary overall with
the race of either mentor or protege, and those
variations that exist did not cousistently favor one
race. Those behaviors that favor white proteges reflect
off the job, social associations and may reflect reality
and the norms of society more than the relationshlp
between individuals (p. 7%). Oun the other hand, black
proteges reported greater career benefit from mentoring
relationships than white proteges (Alleman 74).

Military Studies

The military has coanducted four studies in the area
of mentoring aud its effect on officer career
development. Three of the studies were conducted by Air
Force officers and the other by the US Army. The Air
Force studies were Master's theses completed at the Air

Force Institute of Technology.
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Captain Michael E. Uecker conducted the first study,

Mentoring and Leadership Development in the Officer Corps

of the USAF in 1984. This study swvrveyed a sampling of

Air Force officers to determine the prevalence of

mentoring among high potential officers and the effects

of mentoring on them (p. v). The participants of the

study were students attending the USAF Air Command and ;é
Staff College (ACSC) and the USAF Air War College (AWC).

Uecker reported that approximately half of the
respondents had experienced a mentoring relationship and
those who had mentors were, on average, slightly better
educated than their unmentored counterparts. He also
found that officers with meuntors were more likely to be
promoted ahead of contemporaries, cxtremely satisfied 4
with thelr czreer progression, and more satisfied with V
their jobs (p. 50).
Uecker concludes that mentoring appears to be an

1nformal leadership development tocl which 1s prevalent

O the same degree in every major command. Also, the
mast important roles played by the mentor, as perceived

by the protege, were those of role model and teacher.
Unfortunactely, those respondents who reported ncot having
a mentor perceived the relatioanship as a method of
getting ahead with the help of a sponsor or protector (p.

36-54) .
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The second study, entitled Airr Force Mentorang: The

Mentor's Ferspective, by Captain Francis Lewandowskai,

researched mentoring from the mentor's perspective.

Lewandowski's study found that nearly two-thirds of those

surveyed (112 Air War College designees) reported having

had a mentoring-type relationship at some point in their .
career (p. v). This study reported . different finding

than what Uecker reported with regard to mentored

officers and faster promotions. It found that mentored

officers were not more likely to be promoted ahead of

unmentored counterparts (p. v).

Lewandowskl concluded that protege's reported that
their mentors had a profound effect on their careers. He
also found that the most important roles played were a
bit different, in that role modeling and sponsoring were
key from the protege's perspective. However, just as
Uecker, lLewandowski found that those without a mentor
perceived the phenomenon to be negative (p. 38-45).

The third study, entitled Air Force Mentoring: The

Potential Protege's Persnective, by Captain Jeffry A.

Gouge, surveyed the potential protege's perceptions of
mentoring. Gouge's sample coasisted of officers
(potential proteges) attending the Aircraft Maintenance
Course (AMC) at Chanute AFB, Illincis. This study

i1ncluded discussions on the participants' expectations
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for gaining a mentor, perceived roles and functions of a
mentor, expected outcomes of the process, and various
demographic factors relevant to the process {p. vi).

An analysis of the data revealed a substantial
interest 1n mentoring relatiouships and highlighted the
positive expectations of the phenomensu. Also,
participants perceived their abilities to complete
assignments, lead, and motivate to be more important in
career success, than having a mentor (Gouge 63).

Gouge concludes that 1f a person entered the Air
Force officer corps. having had previcus experience with
mentors, the individual would seek a mentor again. Gouge
states:

"The potential protege sees the mentor

as a role model and guide to help him learn

the ropes but realizes that to achieve a

successful career he must be a competent

leader. Neither gender nor c¢ommissioning

source appears to be of importance in selection

of the mentor. The potential protege expects

the mentor to share his knowledge of people and

things and to possess integrity. In return, he

anticipates helping his mentor achieve job

satisfaction." (Gouge 66)

The fourth study, entitled The Professional

Development of Officers Study (PDOS) was an Army Chief of

Staff directed study. Under the directorship of
Lieutenant General Charles W. Bagnal, the ztudy group was

tagsked to look at the entire Army and to make

recommendations for officer professional development out




to year 2025. The PDOS was reviewed extensively. It was
the only detailed Army study found that addressed a form
of mentoring as a tool for improving the leadership and
professional development of officers. The PDOS presents
an innovative and comprehensive formal meﬁtorxng concept.,
In contrast, this study discusses mentoring as an
informal relationship.

Nonetheless, the researcher's review found that all
aspects of officer professional development were examined
by the study. The PDOS includes a review of officer
professional development not only through education and
training, but also through socialization within the Army
(pDOS, [Vol I] 2). This Qtudy collected data from over
14,243 off
general officers. As a result of the many and varied
findings, the "professional develcopment framework" was
designed. It depicts professional development which
occurs throughout an officer’'s career in both peace and
war (PDOS, [Vol 1] 52).

Mentoring was one of the many issues that was
addressed in the study. Eighty-eight percent of those
surveyed agreed that the officer should first be a mentor
and a role model and that commanders should be evaluated

on the extent to which they develop the officers serving

under them., Correspondingly, general officers felt that




the professional development of subordinates was just as
much a leader's responsibllity as accomplishing an
organizational mission. However, 59 percent of the
participants perceive themselves as not having a mentoer
(pDOS, [Vol 1I] 53).

Therefore, to capitalize ©On mentoring
characteristics and to expouse all officers to a
"mentoring style of leadership," the Army essentially
redefines mentoring to
mean:

"a style of leadership closely resembling
coaching. It 1s characterized by open communication,
role modeling values, effective use of counseling and
sharing of the leader's frame of reference with his
junior officers." (Bagnal's Memo 1l; Krysa 16)

Also, the Army redefinea the term mentor ac:

"a leader 1involved in developing
(through education, socializing and training)
an i1ndividual by being for that individual a
role model, teacher, c¢oach, advisors and guide,
A school faculty mentor has the additional
‘responsibilities of writing doctrine and
developing courses and courseware."”
(pDOS, [Vol I] C-4)

The study group designed the "mentor-based strategy"
as part of PDOS professional development framework.
Basically the new strategy is designed to improve the
leadership and professional development of officers. The

stratedgy emphasizes the leaders' use of mentorship roles

in educating and tralining officers in the professional




schools and units. The intent is to train the officer
how to think as oppcsed to what to think (PDOS, Vol I
54).
sSumnary

All of the literature reviewed substantiated the
positive effects of mentoring-type relationships on
career progression and the attainment of professional
goals. Also, the available literature showed that the
fundamental characteristics of mentoring relationships
were the same 1n both military and civilian communities.
Although the literature advocates that mentoring is, and
has always been, an important training and development
tool for professional and leadership development, the

researcher was unable to find any formal instructions on

mentoring in the current curriculum of any US Army

school.




CHAPTER 3
METHODOLOGY
Introduction

This chapter describes th the "Senior Officers'
Perceptions of Mentoring Survey" was conducted. Included
in this chapter are a description of the study, a
descraiption of the subjects, and a description of the
instrument. Also included are the procedures for
collecting the data, and the procedures for analyzing the
data.

Description of the Study

This study addresses the mentoring experiences of
black and white senior Army officers. Principally, this
study 1nvestigated the nature of black senior cofficers’
mentoring experieunces and the perceived effect of those
experiences on career progressiou vo senior rank and
positions. It also examined the number of both groups'’
mentoring experiences, and thelr perceptions of the role
of mentors. This was done to ascertain the prevailing

thought among the sample groups. The objective of the

study w.s to address four specilfic guestions:




l. How are mentoring relacionships viewed by senior-
level officers?

2. Are black senior officers' perceptions of
mentoring relationships different from the perceptions of

white officers?

3. Do black senior officers report the same number
of mentoring relatiouships as white officers?

4. Do black senior officers perceive the same
amount of career benefit from mentoring relationships as
white officers?

Each of these guestions 1s addressed in chapters 4
and 5.

Deascription of the Subjects

The pocpulation surveyed was black senior US Army
officers (lieutenant colonel [promotable] through
lieutenant general) and white senior US Army officers
(lieutenant colonel through lieutenant general).* The
black officers were assiguned to varicus Department of
Defense organizatious within the Contineatal United
States (CONUS).

The population of white officers was extended to
include lieutenant colonels who were not (at the time) on

a published Department of the Army Promoticns List, and

* NOTE:
Ltc's were included to make sample sizes equal.




the total sample was confined to Fort Leavenworth,

Kansas, to facilitate timely return of the respounses.

This was not possible in the case of the black officers,
because there was an insufficient number assigned to Fort
Leaveﬁworth, Kansas.

The primary objective in using these two populations
was to opbtain a pragmatic view of the effect of
mentoring~type relatioushipg on career progression within
the US Army from the perspectives of two groups: senior
black officers and senior white officers. Both of these
sources are at the equivalent rank and have the
experience to provide comprehensive taformation on the
phenomenon of mentoring. Since these officers have
reached positiors of trust and responsibility, their
perceptions are the most credible possible.

Black Senior Qfficers

The first sample of the population was black
officers assigned as senior-level commanders and staff
of ficers throughout CONUS. Biack officers serving 1in
overseas locationsg were not selected because of time
constralints involved with the overseas postal service,
One hundred and five officers were selected from a list

of officers provided by the United States 7otal Army

Persoanel Command (PERSCOM), Alexandria, vVirginia. The




sanple of black senior officers represents the relative
diatribution of commanders, staff officers, and
instructors.

White Senior Officers

The second sample of the population was white . nior
officers assigned to Fort Leavenworth, Kansas. These
officers were assigned as senior-level commanders and
staff officers within the Combined Arms Center (CAC) and
Fort Leavenworth tenant organizations.

There were 185 white officers selected from a list
that was provided by the Chief, Officer Persounnel
Management Branch, Headguarters, Combined Arms Center and
Fort Leavenworth, Fort Leavenworth, Fansas. All general
officers, colonels, and lieutenant c¢olonels (promotable)
were selected from the list for survey. In addition; 42
lievtenant colonels were selected to make the sample
equal in total number with the biack officer sample.

Siuce this study's purpose was to analyze personal
perceptions rather than producing a statistical
comparison of the two groups, the incoansistency of
membeirship within the sample groups was not important.
Again, the sample of white senior officers represeats the
relative distribution of commanders, staff officers, and

lnstructors.
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Instrumentation

The instrument used in this study is & modification

of, A Survey to Determine the Perceptions of Aircraft

Maintenance QOfficers ir Regards to Mentoring, developed

by Captain Jeffry A. Gouge, United States Air Force.
(The 1nstrument appears in Appendix A.)

The instrument was modified to obtain data on black
and white senior Army officers' perceptions of thear
mentoring experiences and the effect of those experiences
on career progression in the US Army. The instrument was
further revised by making the terminology compatible with
that currently used in the LS Army.

The fevised i1nstrument, “Senior Qfficers’
Perceptious of Mentoring Survey," appears in Appendix B.
It consists of a list of terms and definitiouns and
thirty-seven 1tems. The terms and definitions were
included to insure that the participants responded with
standard definitions in mind. Of the thirty-seven items,
1 through 4 requested demographic i1nformaticn. Items 5
through 37 provided an opportunity for the participant to
evaluate his perceptions of mentors and mentoring-type
relations. Each i1tem contains at least two (2) choices,
which gives the particlpant an opportunity to choose the

response that most accurately describes his perceptions.



The following 1s a sample item from the "Senior

Officers' Perceptions of Mentoring Survey."

8. To what extent did your mentor influence your career
progression in the military?

a. Very great extent
b. Great extent

c. Moderate extent
d. Little extent

The primary reasons for using the i1instrument
developed by Gouge were its intent for use by the
researcher and 1tg sources. First, the ianstrument
developed by Gouge specifically recorded the perceptions
of military officers. It sought the same information as
this study, it.e., demographic guestions that
characterized survey participants; questions that asked
1f participants had mentoring-type relations and how
many; questions that measured the perceived ainfluence of
mentors on participants' military careers; and questious
that asked participants to describe the characteristics
and roles of a mentor. Second, many of the items had
been previously validated through use in earlier studies
by studentg of the US Air Force Institute of Technology

and other notable researchers. Many of those studies are

listed 1n Chapter 2 of this study.




These studies report and record the perceptions of

individuals who are considered by the researchers to be
mentors and\or proteges. It 1s, therefore, believed that

the same criteria, with some revisions, will apply to
senicor Army officers. |

Questions 1, 2, 4, and 7 of the survey were modified
based on specific guidance from members cof the study's
Research Committee. Questious 1 and 2 were revised under
the direction of Colonel Frederick W. Timmerman, Jr.,
Ph.D, Director, the Center for Army Leadership, US Army
Command and General Staff College, Fort Leavenworth,
Kansas, and Research Committee Chair.

ﬁuestlon #1 was revised to reflect the pivotal
periods in US Army history during the last thirty years,
i.e., pre=Vietnam War, the beginning of the war, the
height of the war, and the conc¢lusion of the war.
These periods were important to the stqdy because the
participants' perceptions of mentoring may have been
1nfluenced by the events of the era. The following
gtatement by retired Army Colonel Dandridge Malone

further justifies this concern;

«e«s» military leadership reached a
low point during the Vietnam era, when
“Duty~~Honor--Country" was replaced by
"Me~-My Ass-~My Career." (Kotz, Nathan,
and Donohoe 171).




Question #2 was revised to insure that all of the
posesible commissioning sources available to US Army
officers were included among the participants' choices.

Questions 4 and 7 were constructed and revised

(respectively) under the direction of Erunest G. Lowden,

Ed.D, Chief, Office of Evaluation and Standardization, -
Department of Academic JOperations, US Army Command and

General Staff College, Fort Leavenworth, Kansas and one

of the study's Graduate Faculty Members.,

Question #4 was coustructed to record the _i
educational level of the survey participants. This item
did not exist in Gouge's instrument.

Question #7 was revised to record the participants'
first encounter with a mentoring-type relationship.
Validity

A majority of the survey instrument had been
evaluated for content validity as part of earlier studies ;ﬁ
(Uecker, 1984; Lewandowski, 1985; and Gouge, 1986).
However, to 1usure that modificatiouns and the addition of
new items did not affect on the validity of the
instrument, 1t was reviewed by two groups. First, the
instrument was reviewed by members of the US Army Command
and General Staff Officers Course, AY 88-89, aund members
of the staff and faculty of the US Army Command and

General Staff College. This review measured the Litems'
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adequacy with regard to answering the sub-questions that
are outlined in Chapter 1 of this study.

Second, the instrument was reviewed for content and
coustruct validity by the US Army Soldier Support Center-
National Capital Region, the US Army's proponent for
survey approvals. On the 13th of December 1988, the
instrument was approved with minor changes.

Reliability

The reliability of the instrument was established
using the SPSS program for Cronbach's Alpha. This
reliability estimate indicates the degree of internal
consistency of the “Senior Officers' Perceptions of
Mentoring Survey"” which was used to collect the empirical
data for this study. The instrument's reliability

coeffrcient was .81, which makes the instrument more than

adequate for use in this study.




Procedures for Collecting the Data

The "Senior Officers' Perceptions of Mentoring
Survey" (Appendix B) aloug with a cover letter (Appendix
C) and a Mark Sense Form {CGSC Form 953) (Appendix D and
E) were distributed by US Mail to each survey
participant,

To distianguish between the two sample groups the
researcher used already available Mark Sense Forms that
were furnished by the Office of Evaluation and
Standardization, Department of Academic Qperations, US
Army Command and General Staff College, Fort Leavenworth,

Kansas. The black senior officers were sent Mark Sense

Forms laheled "Supervieor” in Rlaock #] (

Anpendix D). The
white senior officers were seat Mark Sense Forms labeled
“"Graduate" 1in Block #1 (Appendix E). There was no
significance associated with which sample group received
which Mark Sense Form. By chance Mark Sense Forms
labeled "Supervisor" were received first. Because of
that, the black senior officer sample group received
those forms because the group was maliled forms first.
The black senior officer sample group surveys were
mailed first because the participants were located
throughout CONUS; therefore, mailing "turnaround-time"

between partlicipants and researcher dictated they have
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mailing priority. Since the white senior officer sample
group was located at Fort L2avenworth, Kansas, no mailing
time limits existed.
o The following was the task objective for each survey
participant: |
1. TASK:
The survey participant evaluated his perceptions
of mentoring in the following areas:
a. The number of mentoring~type relatiouships
that he had eucountered.
b. Hilis perceptions of mentor's influence on
career prodgression.
¢. The importance of having a mentor.

4. Hi 15 Of mMenitor cliaracterlstics.

is perceptic
e. His perceptions of mentor roles.
2. CONDITION:
All the survey participants were given the
following items:
a. A survey 1nstrument with cover letter

(Appendix B and C).

b. A Mark Sense Form (CGSC Form 953)

(Appendix D or E).

¢. A returun-addressed envelope.




3. STANDARDS:
This survey was completed individually and was

based ou the terms and definitions that were
provided, participants' perceptions, and
knowledge. The standards were specifically
stated in paragraph 2 of the cover letter
(Appendix C) and the instructions, pages 1-1 of
the survey (Appendix B).

As discussed earlier the Mark Sense Forms used by
the participants to record thelir responses were coded for
control purposes. This code was used only to identify
participants' race. OncCe 1t was determined by the
researcher that follow--up letters were not needed, all
lists containing the names of participants were destroyed
to 1usure confidentiality. No codes ever existed on the
Mark Sense Forms that identified participants by name.

If a participant gave his name it was because he chose
to. However, participants were never referenced by name
during the coanduct of the study.

Each participant was given four weeks to complete

the survey.
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Frocedures for Analyziug the Data

The "Senior Officers' Perception of Mentoring
Survey" was used to measure survey participants'
perception of mentoring-type relatiounships. This data
was recorded on a mark sense form, CGSC Form 953
(Appendix D and E). The data was then read by an optical
scanner and entered into a data base. Then the data was
anaiyzed using the Statistical Package for Social
Sciences, SPSSx Information Analysis System. A Cross-—
tabulation was made to compare responses to guestious
surveying participant perception with participant
demographic data and selected questions within the
survey. Also, a Z-score transformation was used to
compare black and white senior officers' perceptions of
mentoring-type relationships.

The Statlsticqi Method Used

The analysis was conducted using a nonparametrlc
statistical test, Chi sguare two-way classification. The
Chi square two=-way classification technique provided a
means to determine the difference between the frequency
of an occurrence in two Or more categories with two or
more groups and test for statistical significance.

Statistical significance refers to the difference in

sample results that were probably not due to chance and




can therefore be attributed to another factor. This
study used an alpha level of .95 [P< .@5] in 1its test for
significance,

Comparison by Demographic Information

Each demographic group (time of commiss:ioning,
source of commission, highest completed degree, and
military grade) that answered "Yes" to question #5,
".+s, have you ever had a mentoring relatioaship?", was
compared with all questions. Each demographic group that
angwered "No", was compared with questions 1g-37, (See
hppeadix B). The comparison provided the following
information:

1. Demographics of participants who had experienced
a mentoriung relationship as defined in the survey.

2. Demographics of participants who have had one or
meore mentors.

3. Demographics of participants who experienced
initial mentoring-~type relationships at the approximate
same times 1n their careers.

4. Demographics of participants who have similar
perceptions of mentors' i1nfluence on careers.

5. Demographics of participants who have similar
perceptions about the importance of mentoring-type

relationships.
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6. Demographics of participants who have similar

perceptions about the important characteristics of a

mentor.
7. Demographics of participants who have similar
perceptions about the roles that a mentor shculd assume.,

Comparison by Race

A comparison was nade between black and white senior:
officers' responses to determine if the two groups had
different perceptions pertaining to mentoring-type
relationships. An analysis of variance (ANOVA) was
conducted to see if there were differences betwz2ean the
two groups' respounses and if those differences were
significaat., The comparison was conducted by converting
survey responses from ordinal data to a Z-score using Z-
sceore transformation.

However, it should be understood that no attempt was
made in this study to affix the participants' respouses

to other senior officers outside the survey population.




CHAPTER 4
DATA ANALYSIS
Introduction

This chapter 1s an analysis of black and white
senior Army officers' perceptions of classical mentoring-
type relationships. A ccmparison of the two group's
responses to determine if they had different perceptions
©f mentoring relatonships 1s also presented.

The analysis of biack and white senior officers'
perceptions of mentoring-itype relationships addressed
the following four specific questions:

1. How are mentoring relationships viewed by senior-
level officers?

2. Are black senior officers' perceptions of
mentoring relationships different from the perceptions of
white officers?

3. Do black senior officers report the same number
of mentoring relationships as white officers?

4. Do black senior officers perceive the same amount
of carear benefit from mentoring relationships as white

officers?
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Results and Discussion

The response rates of each population sample
responding to the "Senior Officers' Perceptions of

Mentoring Survey" are shown in Table I. These response

rates were obtained without follow-up letters being sent
to the members of the populations. It should be noted
that the response rates only include useable returns.
There were six returns from white senior officers that
could not be used. Five were undelivarable because the
officers to whom they were mailed had been reassigrned,

and one was returned with incomplete data.

TABLE I

OFFICERS RESPONDING T0O THE SURVEY

Type of Number in Number of Percent
Resgpondent Sample Resgponses Responding
Black Officers 145 64 612
White Officers 195 89 76%

General Profile of the Population

A general profile of the pcpulation surveyed is

presented in the following tables.




TABLE II
DATE OF COMMISSIONING

NUMBER/PERCENTAGE (%)

Black White Combined
BEFORE 1960 15(24) 2 (3) 17(12)
19690-1965 37(59) 37(47) 74(52)
1966-1970 11(17) 39(49) 50 (35)
AFTER 1979 1 (1) 1 (1)
Missing Obs., 1 1

63 79 = 142

TABLE II shows that of the 142 respoundents, over
half (52%) of them were commissioned between 1969 and
1265. However, within the black senior officer group 24%
of the respondents were commissioned before 1968, a much
larger percentage than what the entire population

- F s E 1" e = &
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within the black senior officer group are general
officers.

There are more black general officer participants
because the sample group included black senior officers
assigned throughout CONUS. While the white senior
officer group was limited by the study's methodology to
those officers assigned to Fort Leavenworth, Kansas,
which has fewer general officers assigned. Consequently,
the survey populatiou had more black general officer

participants than white general officer participants.
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TABLE 111
SOURCE OF COMMISSION

NUMBER/PERCENTAGE (%)

Black wWhite combined
USMA 17(22) 17(12)
ROTC 25(39) 43(54) 68(48)
ROTC (HBC) 39(47) 39(21)
oCs 6 (9) 18(23) 24(17)
OTHER 3 (5) 1 (1) 4 (3)
64 79 N= 143
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TABLE IXI shows that 69% of the population was
commissioned through ROTC. Of the black senior officers,
47% received their commissiouns from Historically Black
Colleges (the highest among the group's reported
responses), and none of the black senior offlcefs
regponding received their commission from a service
academy. Although this fact 18 interesting and
noteworthy, 1t is beyond the scope of this study to

investigate the many possible explanations for this

finding.




TABLE IV ;
BRANCH GROUPS OF THE RESPONDENTS

NUMBER/PERCENTAGE (%)

T TR D D T ekt et e T . SED WV VP WD T e T WD N R D S D W A W R T D G T W S W = D ED b CUP WS m WFY S D W D Wt W W w———

Black White = Combined
COMBAT ARMS 37(58) 54(68) 91(€4)
COMBAT SUPPORT 12(16) 15(19) 25(17)
COMBAT SERVICE
SUPPORT 8(12) 5 (6) 13 (9) i
NON OPD Managed 5 (8) 5 (3)
OTHER 4 (6) 5 (6) 9 (6)
€4 79 = 143

TABLE IV shows that of the four branch groups, 64%
of the respondents were assigned to the Combat Arms
branches. The branch groupings are as follows:

1) Combat Arms (CA)

Infantry

Armor

Field Artillery

Corps of Engineers
ALr Defense Artillery
Aviation

Special Forces

2) Combat Support (CS)

Military Intelligence

Military Police

Chemical Corps i
Signal Corps )

3) Combat Service Support (CSS) -

Adjutaant General Corps
Finance Corps
Quarcermaster Corps
Ordnance Corps
Transportation Corps
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4) Non OPD managed brauches

Medical Corps

Medical Service Corps

Army Nurse Corps

Dental Corps

Veterinary Corps

Army Medical Specialist Corps
Chaplain Corps

Judge Advocate General Corps

TABLE V

CURRENT RANK OF RESPONDENTS

NUMBER/PERCENTAGE (%)

Black White Combined
GENERAL
OFFICERS 16(25) 2 (3) 18(13)
COLONELS 44(69) 42(53) 86(60)
LIEUTENANT
COLONELS 4 (6) 35(44) 39(27)
€4 72 N= 143

TABLE V shows the rank composition of the entire
population. As discussed earlier, the limitations set
forth in the study's methodology (Chapter 3) provided few
white general officer respondents, on the other hand, the
limitations provided more white lisutenaunt colonel

respondents. This fact explains the difference in

nunbers among black and white officers' ranks.




TABLE VI
HIGHEST EDUCATIONAL LEVEL

NUMBER/PERCENTAGE (%)

D IS G P WS U T YD ER SR D S i L D Ve W D ey T S TAS W AN T W G P D S S D A M I A AP I G T D TP AP WA SED TP WD D Wb WD S} G S e S

Black White Combined
PH.D/ED.D T (2) 2 (5) 5 (4)
PROFESSIONAL 2 (3) 2 (1)
MASTER'S 57(89) 60(76) 117(82)
BA/BRS 4 (6) 15(19) 19(13)
64 79 N= 143

TABLE VI shows the highest educational degree
received by the population. As shown, 82% of the
population possess a Master's degree. This finding is
important because it makes the "Master's degree" group
grossly unequal in comparison with the other groups.
Which makes the "highest educatiounal level" a faulty

variable for gtatistical testing purposes. Therefore,

statistical testing using "highest educational level" as

one of the variables was not conducted.



TABLE VII

NUMBER AND PERCENTAGE OF RESPONDENTS
REPORTING TQ HAVE HAD OR NOT HAD
A MENTORING RELATIONSHIP -
BY SAMPLE GROQUP

Black White Combined

s | s e e | S ewm e o | ot e s e s o

YES 38(59) 45(57; 83(58)

- | - s s s | - o® s | e . - - o - -

NO 26(41) 34(43) 60(42) |

TABLE VII addresses the central issue ©of the study,
which was whether any of the participants had eve:
experienced a mentoring relationship that fit the
definition of "mentoring® that was provided with the

survey. Of the combined total of 143 responses, it was

- ~ =~

le to classify 83 (58%) ©f ithem as naving had

mentors (as

defined in the study) at one point or another

in their careers.

Given this data, one c¢an conclude that
“classical” mentoring does exist in the US Army.

Areas In Which Statistical Significance
Was Identified

A ¢ross-tabulation of biographical questiouns 1, 2,
4, and rank with questions 5-37 (Appendix B) was

conducted to assess statistical significance among

mentored and unmentored officers. The areas that showed
significance beyond the .35 level are shown and discussed

in the following section.



Findings I: BLACK SENIOR OFFICERS' RESPONSES

TABLE VITIT

NUMBER OF BLACK SENIOR OFFICERS' RESPONSES TO: "WHEN
IN THEIR CAREER DID A MENTOR FIRST EXHIBIT AN
INTEREST IN THEM?" ~ BY RANK

| GEN | coL LTC |TOTAL
PRIOR TO
MILITARY 3 3
S5YRS OR LESS 1 19 2 13 )
6-10 YRS 5 1 6
11-19 YRS 5 10 1 16
e e e o o e o o e fmmmm e e fommm———
TOTAL 11 24 3

N=38

Significant, P< .05

TABLL VIII shows the number of black senior
officers' responses to when a mentor first exhibited an
interest in them, by rank. Based on the data within the f
table, we can conclude that there is a significant
difference between the observed and expected behavior of
one or more of the grcocups within the population. By
lnspecting the table we see that relatively more generals
(54%) first received mentor interest prior to their 19gth
year of service, than the expected 58%.

Also, there is a bimodal distribution among the
colonel and general officer groups. In the case of the
colonels, the modes are the same, 1@(42%). The bimodal

distribution 1s noted at the "5 years or less" and the
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"11-19 years" responses. With regard to the general
officers, the bimodal distribution is noted at the "6-10
years and 11-19 years” responses with a mode of 5(45%),
in both instances. Because the bimodal distribution in
both cases takes place at each end of the spectrum,
(prior to and after the llth year of service), it can be
concluded that most black seunior officers are recognized
by mentors throughcut their careers.

Also, 1t appears that the noted statistical
siguificance is due to a combination of factors i.e., the
observed behavior of the general officer group and the
bimodal distribution within the general officer and
c¢olonel groups.

Finally, the cbserved behavior of the general
officer and colonel groups support the expected norm of
the entire_black senior officer population. That 1s,
‘based on the data within the table, most black senior

officers first received mentor interest prior to their

1llth year of service.




TABLE IX

NUMBER OF BLACK SENIOR OFFJICERS' RESPONSES TO: "HOW
IMPORTANT IS IT FOR THE MENTOR AND PROTEGE TO
HAVE THE SAME CAREER FIELD?" - BY RANK

| GEN CoL LTC |TOTAL
EXTREMELY
IMPORTANT 1 10 1 12
MODERATELY
IMPORTANT 3 26 1 30
A LITTLE
IMPORTANT 19 5 2 17
NOT AT ALL
IMPORTANT 1 3 4
-------------- Fmmmm—me et ————————
TOTAL 16 449 4

N=64

Significant, P< .05

TABLE IX shows the number of black senior officers'
responses as to how important it 1s for the mentor and
protege be in the same career field, by raunk. An
inspection of the table indicates that there 1is a
significant difference of perceptions between the general
officer and colonel groups.

Within the general officer group, 69% of them
perceive that 1t is of "little or no importance" that the

mentor and protege be in the same career field. This

percedtage is relatively higher than the expected normal

distribution of the entire population of 33%.
However, within the colonel group, only 18% of them

perceive that 1t 1s of “little or no importance” that the




mentor and protege be 1n the same career field. This

percentage is relatively lower than the percentage

reported by the general officer group, and the expected
normal distribution of the entire population of 33%.

In summation, the general officer and colonel
groups have different perceptions concerning the
importance of the mentor and protege being in the same
career field. Black general officers perceive that it 1s
an unimportant factor, whereas the black colonels
perceive the factor to be very important,

The difference between the general officers' and
colonels' observed responses is attributed to the general
cfficers' broad scope of duties and responsibilities.
General officers are constantly exposed to many career
fields and are required to synchronize a wide spectrum of
activities that iuclude officers representing various

career fields.




TABLE X

NUMBER OF BLACK SEN1OR OFFICERS' RESPONSES TO: "HOW
IMPORTANT IS IT FOR THE MENTOR AND PROTEGE BE OF
THE SAME COMMISSIONING SQURCE?" - BY RANK

| GENW coL LTC |TOTAL
EXTREMELY
IMPORTANT 1 1 2
MODERATELY
IMPORTANT 12 12
A LITTLE
IMPORTANT 2 6 8
NOT AT ALL
IMPORTANT 12 25 3 49
NO RESPONSE 2 2
-------------- e e i S e
TOTAL 16 44 4

N=64

Significant, P< .85

TABLE X shows the number of black senior officers'
responses as to how important 1t is for the mentor and
protege be members of the same commissioning source, by
rank. An 1i1nspection of the table indicates that there is
a significant difference betwesen the cobserved and
expected behavior of one or more of the groups within the
population.

Based on the data within the table a relatively
larger percentage of general officers (75%), than
expected (62.5%), perceived that it was "not at all
important” for the mentor and protege be members of the

same commissioning source. Thus, the difference between




the general officer's behavior and the expected behavior
for the entire population accounts for the noted
statistical significance,

Again, the general officer group's observed behavior
is probably due to their broad scope of duties and

respconsibilities. Which allows them to interact and

observe officers representing various career fields.




Findings II: (WHITE SENIOR QFFICERS' RESPONSES)

TABLE XI

NUMBER OF WHITE SENIOR OFFICERS' RESPONSES TO: "WHEN
IN THEIR CAREER DID A MENTOR FIRST EXHIBIT AN

INTEREST IN THEM?" - BY RANK

| GEN | coL LTC |TOTAL
PRIOR TO
MILITARY 1 1 2
5YRS OR LESS 3 7 10
6-19 YRS 6 5 11
11-19 YRS 13 9 22
20 OR MORE 1 1
-------------- s e o e e s e ot e e e
TOTAL 1 23 22

N=46
Significant, P< .05

TABLE XI shows the number of white senior officers’
responses as to when a mentor first exhibited an 1nterest
in them, by rank. Based on the data within the table, it
can be coucluded that there is a significant difference
between the observed and expected behavior cof one or more
of the groups within the population. By inspecting the
table we see that relatively more lieutenant colonels
(59%) farst received mentor interest prior to thelir 1l@th
year of service, than expected (50%). However, the
opposite 1s observed within the colonel group. Among the

colonels, 56% reported that cthey first received mentor

1nterest betweeu thelr 1llth and 19th year of service,




versus the expected of 5¢%. Thus, 1t 1s a practical
assumption that the statistical significance is due to a
combination of the lieutenant colonel and colonel groups'
observed behavior. Also, based on the data presented, it
appears that white senjor officers are identified by
mentors throughout their careers. Some ¢f them are
identified early (before their 1@th year of service) and

some are identified later (after their 1l0th year of

service).

Yet, 1t is evident from the table that a larger
number of white senior officers were 1dentified between
the 1lth and 19th year of service, than at any other
point. This suggests that most white officers are
recognized by potential mentors after they have met major
career "gates". That 1s, by the llth year of service US
army officers have been, or are i1n the process of being
considered for their first group of "career enhancing"”
competltive selections.

This 1s the point in Army officers' careers that
they are selected by a board of senior officers for their
first competitive promoticon (captain to major) and
resident Staff Ccllege attendance. Since only 65 to 70%
of those eligible are selected for promotion to major and

only about 50% of those are selected for resident Staff

College attendance, the field 1s narrowed considerably.




Therefore,

role of a role model,

from their attention.

it 1s easier for potential mentors to

TABLE XII

by rank.

recognize those officers that they feel will benefit most

NUMBER OF WHITE SENIOR OFFICERS' RESPONSES TO:
"WHAT EXTENT SHOULD A MENTOR ASSUME THE

ROLE OF A ROLE MODEL?" - BY RANK
GEN COL LTC TQTAL
DEFINITELY
ASSUME 32 39 62
PROBARLY
ASSUME 2 8 5 15
UNDECIDED 2 2
PROBABLY SHOULD
HOT ASSUME
DEFINITELY
NOT ASSUME
---------------- A e e o e vt e e e
TOTAL 2 42 35
N=79
Significant, P< .05

TABLE XII shows the number of white senior officers’

responses as to what extent should a mentor assume the

The table indicates that

"definitely assume" the role of a role modei.

there is & significant difference 1n perceptions among
the colonel and lieutenant colonel groups.
Relatively more lieutenant colonels (86%) than

colonels (75%), perceive that the mentor should

Thus, the

data suggests that colonels are not as sure as lieutenant




Colonels on whether the mentor should be a role model.

This uncertainty could possibly be due to the changing

needs of an officer as they progress in rank and time in
service. Perhaps colonels no longer perceive the need
for a role model, whereas the younger lieutenant colonels
may still need the example that a role model provides,
Notwithstanding this possibility, 97% of the
population perceive that & mentor should fulfill the role
of a role model t¢ some degree, as opposed to the 3% of

officers who were "undecided."



TABLE XIII

NUMBER OF WHITE SENIOR QOFFICERS' RESPONSES TO: “WHEN
IN THEIR CAREER DID A MENTOR FIRST EXHIBIT AN
INTEREST IN THEM?" - BY
COMMISSIONING PERIOD

BEFORE |1968- 1966-! AFTER

1960 1966 19740 1979 TOTAL
PRIOR TO
MILITARY 1 1 2
5 YEAKRS OR
LESS 4 6 19
-------------- - v o n s | wnvmenim av e | v am o ——cw [ -t e o et s | e e n 0rn e o - - ']
6-1¢ YEARS 5 6 11
11-19 YEARS 11 10 1 22
20 OR MOR 1 l
--------- T et T A
TOTAL 1 21 23 1

N= 46

Significant, P< .@5

TABLE XIXI shows the number of white senior
officers' responses as to when a mentor first exhibited
an interest in them, by commissiconing period. Based on
the data within the table, 1t can be concluded that there
13 a significant difference between the observed aud
expected behavior of one or more of the groups within the
population. The data indicates that relatively more of
the "1966~197@" group (57%), first received mentor
interest prior to their 1l@th year of service, than the
expected 58%. Thus, the statistical significance is due
to the difference between the observed and expected

behavior of the "1966-197@' group. It 1s evident from
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the table that a larger number of white senior officers

were identified between the 1l1lth and 19th year of

service,

than at any other isolated point.

Again, this

suggests that most white senior officers are recoguized

by mentors after they have met major career

TABLE XIV

"gates".

NUMBER OF WHITE SENIOR OQFFICERS'RESPONSES TO:
"HOW IMPORTANT IS THE MENTOR RELATIONSHIP
TO A PROTEGE'S JOB SATISFACTION?" - BY
MENTORED AND UNMENTORED OFFICERS

MENTORED |UNMENTORED [ TOTAL
EXTREMELY
IMPORTANT 15 6 21
MODERATELY
IMPORTANT 19 13 32
SLIGHTLY
IMPORTANT 14 6 16
A LITTLE
IMPORTANT 1 4 5
NOT AT ALL
IMPORTANT 4 4
—————————— ot s et D Va8 s ot e - v -
TOTAIL 45 33
N= 78
Significant, P< .05

TABLE XIV shows the number of mentored and

unmentored white sgsenior officers'

responses as to how

important the mentor relatiounship is to a protege's job

gsatisfaction.

The data in the table indicates that there




is a significant difference between the observed and
expected behavior among one or more of the groups within
the population.

The cause for the noted significance appears to be
within the unmentored grcup, in that more of them (12%)
perceive that the mentor relationship is "not at all
important" to a protege's job satisfaction, versus the
expected 5%, in which this same group accounted for all
of the population's response in this area. A possible
reason for the unmentored group's perception could be

attributed to their lack of experience with a mentor.
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NUMBER OF WHITE SENIOR OFFICERS' RESPONSES TO:

TABLE XV

IMPORTANCE OF THE RESPECT THAT PEERS FROM QUTSIDE
THE ARMY/DOD HOLD FOR A MENTOR" - BY MENTORED
AND UMMENTORED OFFICERS

MENTORED |UNMENTORED TOTAL
EXTREMELY
IMPORTANT 9 2 11
MODERATELY
IMPORTANT 17 6 23
A LITTLE
IMPORTANT 9 15 24
NOT AT ALL
IMPORTANT 9 9 18
OTHER 1 1 2
—————————————— B e e el T b LR P P
TOTAL 45 33
N= 78
Significant, P< .95

TABLE XV shows the number of mentored and

Army/DOD hold for a

unmentored white senior officers'

mencor .

groups within the population.

responses as to how
important is the respect that peers from outside the
The data in the table

indicates that there is a significant difference between

observed and expected behavior among one or more of the

One possible cause for the noted significance

important”, versus the expected 31%.

appears to be within the unmentored group,

in that more
of them (45%) perceive that the respect that peers from

outside the Army/DOD hold for a mentor to be "a little

“THE



Secondly, as compared to the mentored group's 2%,
the unmentored had a relatively higher percentage (27%),
of respondeunts who felt that the respect that peers from
outside the Army/DOD hold for a mentor to be "not at all
important." Thus, it could be concluded that the noted
differences between the unmentored group's observed and .
expected behavior in these two areas caused the
statistical significance.

A possible reason for the unmentored group's

percepticn could be attributed to their lack of

experience with a mentor.




TABLE XVI

NUMBER OF WHITE SENIOR OFFICERS' RESPONSES TO: "WHAT
EXTENT SHOULD A MENTOR ASSUME THE RCLE OF A
TEACHER? " ~ BY MENTORED AND
UNMENTORED OFFICERS

MENTORED UNMENTORED TOTAL

—— ) GO Y S = —— vyt e wy | Wt - a0y e w0 we Wy i | Un - D e v s o | G o o a - -

DEFINITELY
ASSUME 35 17 52

- v - —ee e | et e e | 0t cr o s e um s e on | e iyt —n  om

PROBABLY
ASSUME 9 1o 25
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PROBABLY SHOULD
NOT ASSUME 1l 1

DEFINITELY
NOT ASSUME

N=78
Sigunificant,. P< .45

TABLE XVI shows the number of mentored aad
unmentored white senior officers' responses as to the
extent that a mentor should assume the role of a teacher,
Based on the data within the table, it can be concluded
that there 18 a significant difference between the
observed and expected behavior of one or more of the
groups of the population,

An inspection of the data show that 783% of the
mentored group reported that a mentor should "definitely
assume" the role of a teacher, versus the exp cted 67%.

The observed behavior is higher than one would normally




expect. This fact coantributes to the noted statistical
difference in this area.

As for the unmentored group, 51% reported that the
mentor should "definitely assume" thé role of a teacher.
This percentage is no.ably less than the expected 67%,
hence, 1t also contributes to the noted difference.

Finally, the whole population agreed that the mentor
should assume the role of a teacher. So, it can be

concluded that white senior officers view the role of a

teacher as a rcle that a mentor spould assume.




TABLE XViI

NUMBER OF WHITE SENIOR OFFICERS' RESPONSES TO:
"WHAT EXTENT SHOULD A MENTOR ASSUME THE
ROLE OF A SPONSOR?" -~ BY MENTORED
AND UNMENTORED OFFICERS

MENTORED UNMENTORED TOTAL

— ——— o —— . D T > G e e e | ot o o 2 —— ] = - = e | . wn e - -

DEFINITEL
ASSUME 12 6 18
FROBABLY
ASSUME 17 11 28
UNDECIDED 6 14 20
PROBABLY SHOULD
HOT ASSUME 7 2 9
DEFINITEL
NOT ASSUME 3 3
- s o L T e s s B e S B s e A o D P e - - - —
TOTAIL 45 33

N=78

S8ignificant, P< .@5

TABLE XVII shows the number of mentored and
unmentored white senior officers' responses as to the
extent in which a mentor should assume the role of a
sponsor. Based on the data presented, it can be
concluded that there is a significant difference between
the observed and expected behavior of one or more groups
of the population 1n this area.

An inspection of the data shows that the difference
appears to be within the unmentored grour. The fact that
42% of the unmentored group reported that they were
"undecided" on whether the mentor should assume the role

of a sponsor, versus the expected 26%, probably caused




the noted significance. A possible explanation for the
unmentored group's behavior could be in their lack of
experience with a mentor. The lack of a mentoraing
experience, left the unmentored group without information

on which to base a decision.

TABLE XVIII

NUMBER OF WHITE SENIOR OFFICERS' RESPONSFES TO: "WHAT
EXTENT SHOULD A MENTOR ASSUME THE ROLE OF
ENCOURAGING PROTEGES' CREATIVITY?" -

BY MENTORED AND UNMENTORED
OFFICERS

MENTORED | UNMENTORED | TOTAL

DEFINITELY
ASSUME 32 15 47
PROBABLY
ASSUME 12 15 27
UNDECIDED 3 3
PROBABLY SHOULD
ROT ASSUME 1 1
DEFINITELY
NOT ASSUME
_____________ o~ e o 0 s o s 0 e 0 e o i 2 o ot e i o o 2 0 e e
TOTAL 45 33

N=78

Significant, P< .05
TABLE XVIII shows the number of mentored and
unmentored white senior offlce;s' responses as to the
extent to which a mentor should assume the role of
encouragding proteges' creatlivity. Based on the data
presanted, it can be concluded that there is a

significant difference between the observed and expected




behavior of one or more groups of the population 1n this
area.

An inspection of the data shows that the difference
appears to be with the unmentored group. The fact that
relatively more of the unmentored group (9%) reported to
be "undecided" on the extent that a mentor should assume
the role of encouraging proteges' creativity, versus the
expected 4%, probably caused the statistical
significance. Also, the unmentored group ac¢counted for
all of the population's "undecided" responses.

Again, the unmentored group's observed behavior is

probakly due to their lack of a mentoring experience.

Consequently, they have no basis for a decision.




Fin<ings III: (BLACK AND WHITE SENIOR OFFICERS' COMBINED
RESPONSES)

TABLE XIX

NUMBER OF COMBINED OFFICERS' RESPONSES TO: "HOW
IMPORTANT IS IT FOR THE MENTOR AND PROTEGE TO
HAVE THE SAME CAREER FIELD" = BY RANK

| cEN COL LTC |TOTAL
FXTREMELY
INMPORTANT 2 14 11 27
MODERATELY
IMPORTANT 4 45 12 61
A LITTLE
IMPORTANT 19 20 13 43
NOT AT ALL
IMPORTANT 1 7 3 19
NO RESPONSE 1
-------------- ey T TEE L e
TOTAL 18 86 3g

N=143

Significaar, pP< .05
TABLE XIX shows the numpber ¢f black and white senior

cfficers' regsponses as ty how important it is for the

mentor and protege be in the sane career field, by raunk.
An iunspection of the table indicates that there is a
juiticant difference cf perceptions between the de-leral
«er group and the expented behavionr of the winole
lation,
It apnears that a greater number of general officers
(£1%), than expected (37%), perceive that it is of

"little or no impostance" that the mentor and protege be




in the same career field. Therefore, the significant

difference is attributed to the fact that more general

officers than expected perceive that it is of "little or
ne importaunce" that the mentor and protege be in the same
career field.

As noted 1in earlier findings within this study, the
general officer group's perceptions are probably due to
their broad scope of duties and responsibilities. Their

duties and total Army view expose them tO many career

fields.




TABLE XX

NUMBER OF COMBINED OFFICERS' RESPONSES TO: “HOW
IMPORTANT IS IT FOR THE MENTCR AND PROTEGE
TO BE OF THE SAME COMMISSIONING

SOURCE?" - BY RANK

| GEN | coL | LTC |TOTAL
EXTREMELY
IMPORTANT 1 2 3
MODERATELY
IMPORTANT 14 2 16
A LITTLE
IMPORTANT 2 17 5 24
NOT AT ALL
IMPORTANT 14 53 3¢ 97
NO RESPONSE 2 1 3
----- - e e o o i o e o e o e i i
TOTAL 18 66 39

N=143
Significanc, P< .03

TABLE XX shows the number of black and white senior
officers' responses ag to how important 1t 18 for the
mentor and protege be members of the same commissioning
gource, by rank. An insgpection of the table indicate
that there 1s a significant difference between the
observed and expected behavior ot one or more of the
groups within the population.

Based on the data within the table a relatively
larger perceuntage of generzl officers (78%) than the
expected (68%) perceived that it was "not at all

important” for the mentor and protege be members of the

game commigsioning source. Therefore, the significaat




difference is attributed to this fact. However, the

entire population's observed behavior supports the

finding that it 13 "not at all important" for the meator
and protege be 0f the same commissionling source.

Just as 1t was cobserved in the previous table, the
general officer group's perceptions are probably due to
their experience and wide range of duties and

responsibilities,

TABLE XXI

NUMBER OF COMBINED OFFICERS' RESPONSES TO:
"HOW IMPORTANT IS IT FOR THE MENTOR AND
PROTEGE BE CF THE SAME ETHNIC
GROUP?" - BY RANK

GEN COL LTC TOTAT.
EXTREMELY
IMPORTANT 5 2 7
MODERATELY
IMPORTANT 2 16 4 22
A LITTLE
IMPORTANT 5 24 © 35
NOT AT ALL
IMPORTANT S 41 27 77
NO RESPONSE 2 2
-------------- Fon et e o e it e o s e e e e
TOTAL 18 86 39

Nm143

Significant, P< .@5
TABLE XXI shc.'s the numnber of black and white senicr
officers' respcnses as to how important it is for the

mentor and protege be of the same ethnic group, by




rank. The data 1n the table indicates that there is a

significant difference between obgerved and expected

behavior between one or more ¢f the groups.

The difference appears to be within the colcnel and
lieutenant colonel groups® observed and expected
behavior. Within the colouel group, 48% ¢of them repcrted
that it was "not at all important” for the mentor and

protege be the same ethnic group. This percentage 1s

considerably lower than the expected 54% of the entire

population.

Within the lieutenant coclonel group, 69% reported

that it was "not it all important” for the mentor and

protege be the same ethnic group. This percentage 1s

significantliy higher thaun the expected 54% of the eatire
population.
Further, based on the data presented 1n the table it
coancluded that the entire populatlon .grees& that it is
unimportant for the mentor and protege be of the same

ethnic group.



TABLE XXII

NUMBER OF COMBINED OFFICERS' RESPONSES TO: "HOW
IMPORTANT IS THE MENTOR RELATIONSHIP TO
A PROTEGE'S JOB SATISFACTION?" =
BY MENTORED AND UNMENTORED

OFFICERS

MENTORED |UNMENTORED TOTAL
EXTREMELY
IMPORTANT 25 18 35
MODERATELY
IMPORTANT 32 23 52
SLIGHTLY
IMPORTANT 19 13 32
A LITTLE
IMPORTANT 4 8 12
NOT AT ALL
IMPORTANT 3 8 11
S SN SN D D WY R G e R WY - + ————————— +- }' A S N s .
TOTAL 83 59

Significant, P< .85

TABLE XXII shows the number of mentored aud
unmentored black and white senior officcrs' responses as
to how important the mentor relationship is to a
protege’'s job satisfaction. The data in the table
indicates that there ig a significant difference between
the observed and expectcd behavior amcong one or more of
the groups wlithin the population,

The difference appears to be withir the mentored and

unmentored groups. Within the mentored group, 4%

reported that the imentor was "not at ail important” to

the protege's sense of job satisfaction. This percentage




is considerably
reported by the

Wicthin the
that the mentor

& protece's iob

relationship.

officers perceive that the mentor 1g unimportant in the

lower than the expected 8% that was
entire population.

unmentored group, 13% of them reported
relationship is "not at all important" to

satisfaction, This parcentage is higher

than the expected 8% of the entire population. -

Therefore, relatively more unmentored than mentored

protege's job satisifaction. As discussed earlier, the
unmentored officer group‘s perceptions are offered

without the benefit of having had a mentoring




TABLE XXIII

NUMBER OF COMBINED OFFIC"RS' RESPONSES TO:
"WHAT EXTENT SHOULD A MENTOR ASSUME
THE ROLE OF A TEACHER?" = BY
SOURCE OF COMMISSION

USMA [ROTC |HBC |OCS |OTHER |TOTAL

- e e s vn W ey e ep e | M meinn | mww | e | mmmn | s mmswm | e

DEFINITELY
ASSUME g 45 21 19 1 95
PROBABLY
ASSUME 7 23 6 5 2 43
UNDECIDED 2 1 3
PROBABLY SHOULD
NOT ASSUME 1 1 2
DEFINITELY
NOT ASSUME
-------------- B T Tl T
TOTAL 16 €8 3¢ 25 4

N=143

ignificant, P< .05

TABLE XXIII shows the number of black and white
senior officers' responses to the extent that a mentor
should assume the role of a teacher, by source of
commission. Based on the data within the table, it can
be concluded that there is a significant difference
between the observed and expected behavior of one or more
of the groups of the population.

An inspection of the data shows that senior officers
who received their commissions through ROTC, ROTC (HBC),
and OCS perceive a stronger need for a mentor to assume

the role of a teacher, than those who received their

commissions through the USMA.




Sixty-six percent of the ROTC respondeunts, 70% of
the ROTC(HBC) respondents, and 76% of the 0OCS respondents
reported that a mentor should "definitely assume"” the
role of a teacher. Conversely, only 56% of the USMA
respondents reported that a mentor should "definitely
agssume the role of a teacher.

Therefore, it can be concluded that the differences
in the four groups observed behavior caused the noted
statistical difference in this area.

Further, the data iundicates that the shorter the
groups'pre-commissioning training period, the stroager
the group feels that a mentor should assume the role of a
teacher. For example, officers commissioned through 0OCS
recelve approximately four months of pre-commissioning

training, and 76% of them reported that a mentor should

"definitely assume" the role of a teacher. On the other
hand, officers commissioned through the USMA receive four
years of pre-commissioning training, and only 56% of them
reported that the mentor should "definitely assume” the

role of a teacher.



TABLE XXIV

NUMBER OF COMBINED OFFICERS' RESPONSES TO: "WHAT
EXTENT SHOULD A MENTOR ASSUME THE ROLE OF A
TEACHER?" ~ BY MENTORED AND
UNMENTORED CFFICERS

MENTORED UNMENTORED TOTAL

DEFINITELY
ASSUME 64 30 94
PROBABLY

) ASSUME 1é 27 43
UNDECIDED 2 1 3
PROBABLY SHOULD
NOT ASSUME 1 1 2
DEFINITELY
NOT ASSUME
————— e = —— femm e ——— ———trm——— e mm et e ———————
TOTAL 83 59

N=142

Significant, P< .85

TABLE XXIV shows the number of mentored and
unmentored black and white senior aofficers' responses as
to the extent that a mentor should assume the role of a
teacher, by mentored and unmentored officers. Based oOn
the data within the table, 1t can be concluded that there
is a significant difference between the ohserved and
expected behavior of one or mere of the groups of the
population.

An inspection of the data show that 77% of the

mentored group reported that a mentor should "definitely

assume” the role of a teacher, versus the expected 66%.

The observed behavior is cc siderably higher than




expected; therefore, there is noted statistical

difference in this area.
As for the unmentored group, 51% reported that the

mentor should “"definitely assume" the role of a teacher.

This percentage is notably lawer than the expected 66%;

hence, 1t also contributes to the noted significance. -
Finally, the entire population agrees that the

mentor should assume the role of a teacher, with a degres

of certainty.




TABLE XXV

NUMBER OF COMBINED OFFICERS' RESPONSES TO: "WHAT EXTENT
SHOULD A MENTOR ASSUME THE ROLE OF A HELPER IN
PROVIDING THE PROTEGE KNOWLEDGE CONCERNING
THE TECHNICAL ASPECTS OF A PROFESSION?"

- BY MENTORED AND UNMENTORED - °
CFFICERS

MENTORED UNMENTORED TOTAL

DEFINITELY
ASSUME 26 7 33
PROBABLY
ASSUME 31 33 64
UNDECIDED 14 11 25
PROBABLY SHOULD
NOT ASSUME 1¢ 8 18
DEFINITELY
NOT ASSUME 2 2
————— e ————— e s e o e -t -
TOTAL 83 59

N=142

Significant, P< .@5

TABLE XXV shows the number of mentored and
unmentored black and white senior cfficers' respouses as
to the extent that a mentor should assume the role of a
helper 1n providing the protege knowledge concerning the
technical aspects of a profession. Based on the data
within the table, it caun be concluded that there is a
significant difference between the observed and expected
behavior of one or more of the groups of the population.

An inspection of the data shows that 31% of the

mentored group reported that a mentor should "definitely

assume" the role of a helper in providing the protege




knowledge concerning the technical aspects of a
profession, versus the expected 233. This observed
behavior is higher than the expected; therefore, it
contributes to the noted statistical "deviation in this
afea.

As for the unmentored group, 12% reported that the -
mentor should "definitely assume" the role of a helper in
providing the protege knowledge councerning the technical
aspects of a profession. This percentage is notably
lower than the expected 23%, and also coantributes to the
noted statistical significance in this area.

Finally, 1t can be concluded that the combined
population view the role of a teacher as an important

role and one that a mentor should assume.



Results of the Analysis of variance (ANOVA)

An ANOVA was coanducted to determine if there were
differencss in black and wvhite seunior Army officers’
perceptions of mentoring. The results of the ANQOVA are
presented at TABLE XXVI. Tnose itemc that tested
significant at the ,@5 level are discusseq at the

conclusion of the table.

TABLE XXVI

ANOVA SUMMARY TABLE FOR THE COMPARISON OF
BLACK SENIOR OFFICERS' RESPONSES TO
WHITE SENIOR OXFICERS' RESPCNSES

e o o 1 e e 8 e o i = 21t o 8 2 e S e = s o o e

Question
Number Questions Analysis

1 When did you receive your commission? NS
2 What was your scurce of conmission? g
3 What is your gender? NS
4 What is your highest completed

diploma/degree? S
5 As definedl above, have you ever had

a mentoring relationship? NS
6 IZ your aunswer to guestion 5 was

"YES," how many mentors (in your

career) have you had? NS
7 At what point in your military career

did your meator first exhibit au

interest in youw? NS
£ To what extent did your mentor

influance your career progression in

the military? NS
9 An officer with a mentor is more

likely to be promoted "below the

zoane” than an officer without a

mercor? NS

S= Sigunificant
NS= Not Significant

(continued)



TABLE XXVI (continued)

10 When commissioned, what was the
highest rank did you expect to
attain by the end of your Army
career? NS

Use the scale below to assess the importance of the
mentor relatiounship to a protege.

11 Job satisfaction NS
12 Success in the organization NS
13 Ability to keep up with the technical
aspects of the job NS
14 Ability to obtain accurate and
current information on professional
affairs NS

Use the scale below to assess the impcrtance of the
qualities and characteristics of a mentor.

15 Knowledge of the Army NS
16 Knowledge of people in the

organization NS
17 Rank S
18 Time in the Army NS
19 Respect from superiors NS
20 Respect from peers NS
21 Respect from subordinates NS
22 Respect from peers outside the Army/

DOD NS
23 Willingness to share knowledge and

understanding NS
24 Same gender as protege NS
25 Same career field as protege NS
26 Same commissSioning source as protege NS
27 Same ethnic group as proteyge S

S= Sigunificant
NS= Not Significant

{continued)




TABLE XXVI (continued)

The following is a list of some of the roles a mentor
can play in the relatiouship with a protege. Please
indicate the extent to which you thaink a mentor should
assume each of the rcles listed below.

28 Counselor NS
29 Role model NS
30 Help protege gain confidence in own

abilities NS
31 Teacher N3
32 Spoasor NS
33 Help protege learn the technical

aspects of profession NS
34 Listen to protege's ideas NS
35 Encourages protege's creativity NS
36 Protector (to provide a buffer

for the protege's risk taking) NS
37 Provide the protege a better

understanding of the administration

of an organization S

S= Significant
NS= Not Significant = 144

. Sy S . S o s Bl = S W S WD I G G GNP G A W S i Wt GRS b W D WA T YD WED G L WD WS w WD VU e B b AR S b D S

Discussion

Of the Senior Officers' Perceptions of Meantoring
Survey's 37 questions, only 5 questions revealed a
significant difference between the means of the two
groups; black and white senior officers. Those 5
questions are discuss below.

Question #2: This guestion asked each respondent to
identify his or her source of commission. An analysis of
the data shows that none of the black senior officers

recelived their commissions from any of the service

academies. Also, among the plack senior officers more of




them received their commissions from Historically Black
Colleges (HBCs) {46.9%) than any other source.

To add further to the significant difference 1in this
area, none of the white senior officers received thelir
commissions from any of the HBCs. While 21.3% of them
received their commissions from the United States
Military Academy (USMA).

There are numerous reasons why none of the black
senlor officers may not have obtained commissions from
the USMA; however, as mentioned earlier it is not within
the purview of this study to discuss them. On the ¢ther
hand, 1t is reasonably prudent to assume that few if any
white officers would be socially expected to attend a
Historically Black College. However, it should be
understood that no laws or legal restrictions exist to
preclude a person from attending any highesr education
i1nstitution in this country, if the person meets the
entrance requirements of the institution.

Question #4: This guestion asked each respondent to
report his or her highest educaticonal degree. An
analysis of the data shows that the significant
difference between black and white senior officers 1s 1in

the number of Master's degrees held by the two groups.

Based on the data, a higher percentage of black senior




officers (89.1%) have Master's degrees than white senior
officers (76.3%).

Question #17: This question asked respondents to
report their assessment of the ilmportance o the mentor's
rank. An analysis of the data shows that the significant
difference is due to the fact that black senior officers
perceive the rank of the menter to be more important than
white officers do. Thirty-four percent of the black
senior officers reported that the rank of the mentor was
"extremely important,"” whereas, 16.3% of the white senior
officers reported that the mentor's rank was "extremely
important."

Question #26: This question asked respondents to
report their percepiicon of the importance of mentor's and
protege's ethnic group. An analysis of the data shows
that the significant differeunce is due to the fact that
black senior officers perceive that it is more important
for the mentor and protage to be of the same ethnic group
than do white senicr officers. Thirty-one perceat of the
black senior officers reported that it was "moderately to
extremely important" for the mentor to have this
characteristic. Whereas, only 1l1% of the white senior

officers reported that this characteristic was

"moderately to extremely important."




Question $#37: This question asked respondents to
report their perception as to the extent a mentor should
assume the role of providing the protege a better
understanding of the administration of an organization.
An analysis of the data shows that the significant
difference is due to the fact that a higher perceantage of
black senior officers perceive that a mentor should

assume this role than do white senior officers., Forty-
s-ven percent of the black senior officers perceive that

the mentor should "definitely assume"” this role, whereas

only 22% of the white senior officers perceive that the

mentor should "definitely assume" this role.




CHAPTER 5
SUMMARY, CONCLUSICNS, AND RECOMMENDATIONS
Summary

The purpose of this study was to examine the effects
of mentoring on the careers of black senior officers
within the US Army. The study investigated the mentoring
experiences of black and white senior Army officers. It
also examined the number of both groups' mentoring
experiences and their perceptions of the role of mentors.

In order to accomplish this task the "Senior
Officers' Perceptions of Mentoring Survey" was
distributed to 1905 black and 105 white senior Army
officers, of which 64 black and 8@ white senior officers
responded. The instrument was a revised format from
existing documents useda by other researchers. The
primary revisions were the substitution of questions to
ones that were unique to this study and the changing of
terminology to be compatible with that used in the US
Army.

The i1nstrument was used to empirically catalog

participants' demographics; whether or not they had




mentoring—-type relatiounships and how many; the perceived
influence of mentors on their military careers:; and their
descriptions of the characteristics and roles of a

mentor.

An assessment of black and white senior officers'
perceptions necessitated the use of two statistical
techniques, the nonparametric¢ Chl square two-way
classification and an analysis of variance (ANOVA). The
Ch1i square tweo-way classification provided a means to
determine the difference between the frequency of an
occurrence iun two Or more categories with two oOr more
groups and test for statistical significance. The ANQOVA
was used to test for statistically significant
differences between black aund white senior ofticers’
responses to the questions asked by the survey

instrument.

Results of the Chi Square Test

Using the Chi square two-way classification
technique the following items tested statistically
significant among the following groups:

a. Black Seniocr Officers:

Q.7 "At what point in your career did your mentor
first exhibit an interest in you?" by Rank

Q.25 "How important is it for the mentor ari
protege to have the same career field?" by Rank

Q.26 “How important 1s it for the mentor and
protege to be of the same commissioning source?” by Rauk




b. White Senior Qfficers:

Q.7 "At what point in your career did your mentor
first exhibit an interest in you?" by Rank

Q.29 "What extent should a mentor assume the role
of a role model?" by Rank

Q.7 "At what point in your military career dad
your mentor first exhibit an ianterest in you?" by
Commissioning Period

Q.11 "How important 1s the mentor relationship to
a protege's Jjob satisfaction?" by Mentored and Unmentored
Officers

Q.22 "How important is the respect that peers
from outside the Army/DOD hold for a mentor?" by Mentored
and Unmentored Officers

Q.31 "wWhat extent should a mentor assume the role
of a teacher?" by Mentored and Uunmentored Officers

Q.32 "What extent should a mentor assume the role
of a sponsor?” by Meuntored aud Unmentored Officers

Q.35 “wnat extent should a mentor assume the role
of encouraging proteges' creativity?" by Mentored and
Unmentored Officers

¢. Conbined (Black and White Senior Officers):

Q.25 "How important is it for the mentor and
protege to be in the same career field?" by Rank

Q.26 "How important 1s it for the mentor and
protege to be of the same commissioning source?" by Rank

Q.27 "How mportaant 1s it for the mentor and
protege to be of the same ethnic group?" by Rank

Q.11 "How important 1s the mentor relatioaship to
a protege's Jjobh satisfaction?" by Mentored and Unmentored
Officers

Q.31 "What extent should a mentor assume the role
of a teacher?" by Source of Commissiouing

Q.31 "What extent should a mentor assume the role
of a teacher?" by Mentored and Unmentored Officers




Q.33 "What extent should a mentor assume the role
of a helper to the protege in learning the technical
aspects of tha profession?” by Mentored and Unmentored
Officers

Results of the Analysis of Variance

The Analysis of Variance (ANOVA) showed the
following items to be statistically significaat:
a. (Q.2) "what was your source of commission?"

b. (Q.4) "What is your highest completed
diploma/degree? "

c. (Q.17) "How important 18 the rank of the mentor?"

d. (Q.27) "How important is it for the mentor and
protege to be of the same ethnic group?”

e. (Q.37) "what extent should the mentor assume the
role of providing the protege a better understanding of
the admanistration of an organization?"

Conclusions

The general conclusion of this study was that black
senior Army officers perceive that mentoring helps black
officers' progression to senior rank and positions within
the US Army. Moreover, black senior officers perceive
mentoring relactionships ro be an important factor in
their present careers. Therefore the null hypothesis,

“There is no corre’ation between mentoring and black

officers' progression to senior rank and positions within
the US Army."

is rejected.

Conclusions relatad to the four subordinate

questions addressed by the research follow. They are




grouped according to the question to which they refer
serving as specific study research answers.

l. How are mentoring relationships viewed by

senior-level officers?

Based on the research, senior officers perceive
mentors to be important contributors to proteges' job
satisfaction, ability to maintain techmical skills
associated with their job, ability to better understand
professional affairs, and overall success in the
organization., It appears that this attention to junior
orfficers by mentors is to insure that the proteges'
realize their full potential and that they are beneficial
to the Army. The following comments are direat
quotations from senior officers who seem to understand
the mentoring phencomenon:

a. "The ability to mentor 1s a guality not
possessed by all. It is not a task that can
be directed with guaranteed success, There
has to be a desire to serve and an
appreciation of the other person. Mentoring
for the purpose of promotiou should not be
the goal, but to give the individual the
opportunity ‘'to be all that he/she can be,'
to perform up to their potential. The mentor

. need not be of the same ethnic group or sex,
mine was not. However, he had an interest
and concern for me that remains after almost
thirty years. He was also available for my
sons when they entered the service. 1 never
received a below the zone promotion, but I
do believe in myself and have been a mentor
to others, by choice."”




b. "I have had mentoring relationships with

three officers, as thelr mentor--I have never
had a mentor however."

Senior officers view mentoring as more than
education and leadership. They support the thesis that
mentoring is an i1nformal relationship between
professionals, conducted in an atmosphere of mutual trust
and reépect. Mentoring allows senior officers the
opportunity to share experieuces, Kknowledge, and
challenges with selected juonior officers with the goal of
improving the Army through the proteges' growing maturity
and the development of their full potential.

2. Are black senior officers' perceptions of

mentoring relationships different from the perceptions of

white officers?

Results of the research support the conclusion that
black and white senior officers' perceptious of mentoring

are similar. Significant differences in responses were

noted in only three (3) areas. Those areas were:

a. Questioun #17: This question agked respondents to
report their assessment of the importance of the mentor's
rank. The data showed that black senior officers
perceived the rank of the mentor to be more important
than white officers did. Thirty-four perceat (34%) of
the black senior officers reported that the renk of the

mentor was "extremely important,” whereas, 16.3% of the




white senior officers reported that the mentor's rank was
"extremely important."

b. Question #26: This question asked respondents to
report their perceptions of the importance of the
mentor's and protege's ethnic group. ‘The data showed
that black senior officers perceived that it was more
important for the mentor and protege to be of the same
ethnic group than did the white senior officers. Thirty-
one percent of the black senior officers reported that 1it
was "moderately to extremely important" for the mentor
and protege to be of the same ethnic group, whereas, only
11% of the white senior officers reported that thais
characteristic was “ﬁoderately to extremely important."

c. Quescvion $37: This question asked respoundents to
report their perceptions as to the extent a meantor should

assume the role of providing the protege a becter

understanding of the administration of an organization.

The data showed that a higher percentage of black senlor
officers than white senior officers perceived that a
mentor should assume this role. Forty-seven perceant. of
t.he black senior officers perceived that the mentor
should "definitely assume" this role, whereas only 22% of
the white senior officers perceived that the mentor

should "definitely assume"” this role.




3. Dc black senior officers report the same number

of mentoring relationships as white officers?

Based on the resgearch there was no statistically
sigulficant difference between the total number of

mentoring relationships repofted by black and white
senior officers. However, black senior officers did
report more mentors than did white senior oftficers. Over
30% of the black senior officers responding to the

survey reported having 4 or more mentors. Amcng the
white senior officers, 17% reporcted having 4 or more
mentors. Therefore, mentoring appears to be just as
prevalent amoug black officers as it 18 with white
officers. ‘

4. Do black senior officers perceive the same

amount of career benefit from mentoxing relationships as

white officers?

Based on the research, black senior officers
percelve the same amount of career benefit from mentoring
ags do white senior officers. While there was no
statistically significant difference in the career
benefits reported by black aund white senior officers, 56%
of the white senior officers versus 53% of the black
senior officers reported that their mentors influenced

their career progression froam a "great to very great




extent." However, a higher percentage of black senior
officers {59%) than white scnior officers (57%) reported
having a mentor.

Other general counclusions indicated by the research
are summarized as follows:

. 1. The research reveals that senior Army officers
have healthy attitudes towards tfadltlonally classic
mentoring. Moreover, they belleve that mentoring is a
tool that helps improve junior officers' Jjob satisfaction
and success 1in the organization, all for the betterment
of the Arny.

2. Senior Army officers' perceive that the critical
roles of a mentor are that of a role model, counselor,
and teacher. The majority of the seunior officers
perceived the roles of a protector and spousor as less

iamportant. One senior officer wrote:

"I believe one of the most sacred roles of |
the counselor, mentoHr, etc, 18 tO Keep the
officer out of harm's way to the extent that
he/she can, and t0O 1ntervene on the officer's
behalf when fuandamental fairness 1s not beang
properly dispensed by the organization of an
individual in the organization.

. Protecting the officer during risk taking
18 i1mpcrtant, but not nearly as important
as intervening of behalf of the officer when
fairnese 1s not being dispensed 1in
accordance with the officer's competence and
demonstrated abirlaity."




3. This research shows that senior Army officers'

perceptions of mentoring are in concert with those of

civilian executives and US Air Force officers, as

i1dentified by earlier researchers.

Recommendations

The folilowing recommendations are made on the basis

of this study:

1. That the US Army should coasider providing

instrucction as part of 1ts school house curriculums on

mentoring. This study suggests that both mentors and

proteges beneflit from mentoring relationships.

Therefore, 1interaction amoung course participants and the

sharing of ideas will lead to a more universal

understanding of how mentoring can address the diverse

needs of highly potential Army cfficers.

2. A replication of this sctudy should be conducted

using a much larger populat:ion. While there were 144

participants in this study, considering the sl1ze and

diversity of the US Army, thls population was extremely

To develop a more comprehensive profile of

limited.

respondents, and thus a larger representation of the

Army, the study should be replicated using:

a. A much larger sample.

b. Subjects from a variety of combat and non-combat

unitse 1in widely varying geographical locations.




¢. A stratified random sample based ¢on an Army wide
percentage of racial composition.

Recommendations for Future Research

The following recommendations for future research
would provide a better understanding of mentoring
in the US Army.

1. Extensive study needs to be conducted to
determine the characteristics of a protege. What gets
a Jjunior officer mentored? Does achievement oriented

behavior attract mentors, or keep them at a distance?

2. Research needs to be conducted to see if
mentoring causes officers to strive to tie themselves to
cenior officers who appear to be zdvancaing guaickly within

for the individual or the

3. Research needs to be conducted to determine on
the importance of a mentor to getting selected for
senior-level command positions.

It is hoped that these suggestions will encourage

addaitional research into the effects of mentoring on

career progression within the US Army. This study
andicates that "classical® mentoring i1s alive and well
throughout the Army. Therefore, the more we know about
mentoring, the better we can challienge junior officers to

develop 1nto all they can be,
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Appendix A: The Survey Questionnairs

A SURVEY TO DETERMINE THE PERCEPTIONS QF AIRCRAFT
MAINTENANCE OFFICEXS IN REGARDS TD MENTORING

USAF Survey Control Number 36-55

The purpose of this survey is to assess the perceptions of
Alrcraft Maintenance Ofiicers who have not yet been assigned
to their first operatioral unit in regards to the issue of
rentoring in the USAF. Your participation in this survey

iz voluntary.

Your indivildual responses will be held in the strictest
confidence and WILL NOT be provided to any person or organi-
zation. Only those individuals directly involved in this
research will have access to your completed questionnairae,

Please use the pencils provided for marking the AFIT DATA
COLLECTION FORM.

Instcuctions will be provided by the survey administrator,
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SURVIEY
esantesae DIEASE BEGIN BY READING THE FOLLOWING *t9etdcee
The following are definitions of tarms used throughout the
questionnaire:
1. MENTORING: A relativeliy lcng-term ralationship
(more than two years) between an older and younger
adult where the senior menber of the realationship
plays a major role in shaping and molding the ycunger
member in his/her professional career.

2. MENTOR: The senior member of the mentoring rala-
tlon‘?hlp-

3. PROTECE: Thae junior member of the mentoring rela-
tionship.

( FIXFXEXIZIZIESRRAE B2 RESARZEAAEAATAARZRAZ A2 2 2 2 0}

1. At vhat age did you receive your commisgsion?

1. 20 or less §. 24

2. 21 7. 25

i 22 8. 26

4. XX 5, 47 (DELETED §#4 1IN FiELD)

s. 23 10. 28 or more .

2. ?Please indicate the source of your commission.
1. Service acadenmy

2. ROTT
3. oO1s

3. Fvhat was your undergraduates grade average?

1. A+ 4. B+ 7. C+ 16. D+ or less
d. A $. B a, ¢
3. A‘ 6. B' 90 C-'

4. What is your sex?

1. Femals
2. Mals

\ A AR A NEREZ A RERE RN R § PLEASE CONTINUE COPINBOPACHERPARER DS ©




S. HNow would you rate your degree of involvement in extra-
curricular activi‘ies as an undergracuate student?

1. A great deal above average
2. S8lightly above avsrage

3. Averaga

4. Slightly bealow average

5. A great deal balow average

6. What wvas your father's occupation at the time you
entersd the Air Force?

1. Military officer

2. Military noncommissioned officaer
Corporate manager

Proprietor

Hhite-collar worker

Blue-cocllar worker

Farmer

Othex professional

Noae of the adlove

OBIOA S
. [ ] ’ [ ] L] . [

7. How many full-time employers have you had (excluding

military)?
1. o0
2. 1
3. 2

8. What {s your current rank?

l. 2Lt
2. 1lLe
3. Capt
4. HMnjor

9. Please indicate if you have had any prior military
sexvice, AND what type.

l. Yes, enlisted
2. Yas, officer
J. No

I AEEANEEESAE-ENEREAARRANESEERXA AN EEREREREERERENESSRNAREER R RN N

IP YOUR ANSWER TC QUESTICON 9 WAS "“NO* GO TO QUESTION 11

I 222 XA R-RRARANE RS AR E R R R SRR SRR RENEEEEEEERRERE RER REER;
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10. If you answered YES to question %, how many years cof
prior service have you had?

l. Less than 2
2. 2 to 4

3. S to 7?7

4. 8 or more

11. Bave you ever had a mentor/protege relationship with
a person who took & perscnal interest in you and
helped quide and mold youw?

1. Yes
2. No

PR AN RERNOANRNAT AR AN R AR AR ARRPRARNARARAARAARNAANRAANARNATACRNN

IF YOUR ANSWER TO QUESTION 11 WAS "NO" GO TO QUESTION 16

RERABRER A B PP RO PR RAAN T AR R AN AR A VAR RN CARNCINARC R ANRA PR NN IR

l12. If your answer to question 11 was "YES," how many
menters did you have?

[ _RON VN o

e o & a

or mdére

BERLCRANANERENNR AR ARARN R R R AL A RN RARN R R AR AR A AR ARARRQAAARDI RO N

FOR QUESTIONS 13 THRU 153, PLEASE BASE YOUR RESPONSES ON
THE MENTOR WHO HAD THE "MOST" INFLUENCE ON YCUR PROFES-
SIONAL CAREER

(222 X2 A2 2 X2 E2R2RRERRREEERRRERRRRLEAIERRAZR R 2R X R RS R 2.2 2 88 ¢

13. When did your mentor first exhikit an interest in you?

1. During high school

2. During college

3. Prior to military career

4. During first S years of military career
5. Puring 6-10th years of military career
6. During 11-20th yvears of military careex
7. Other

VARRRCTTARANARARIDNRAN PLEth CONTINUE FTREAROARLARSIIRATIRNRER




14. ¥hat position did your mantor hold in relation to you?

1. Teacher
2, Friand
3. Relative

4. TInmnmediate supervisor
5. Wing commanderx

6. General O0fficer

7. Other

15. How much influence did yovr mentor exert over you?

1. Extraordinary influence
. Substantial influence
Moderata influence
Little influence

Ro influence

Wi
. L] L)

LA RZ222 22222 XX R ERRRRRRRRERRRRSE R RARRRERERRR R SRR R

Please indicate your acreement/disagreement with the fol-

lowing two statements.
(X ZEEEXZX2ERERA2ARZEERRRRZRRREARARRER RS ARASRALEZ LA NA RN

le, Mento—ed officers are more likely to be promoted early

thian unmeiitssad ¢ffizara.

1. Strongly agree .
2, Agree

3. Neither agree nor dlsagree

4. Disagree

5. Strongly disagree

17. Merintoring and sponsoring ace the same phenamenon in
the Air Force,

Note* (Sponsoring, in this case, is not the process of
helping somzone settle intc a new assignment.)

. Strongly disagree
Not familiar with the tenn

1. Strongly agree

2. Agree

3. Neithsr agree rnor 4 sagree
4, Disagree

5

6

IR R R RARRR A RERRARRERRRARRRENEEREREEENEEERENEREERANENRIEEFEEEEERR]
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18. In terms cf obtaining a mentor, I will gseek a mentor...

i. Yery activair

2. Scmawhat aclively

3. I will not seek a mentor, but will accept one
4. I will not seek a mentor, nor accept one

5. Undecided

19, Wna¢ is the highe st rank you realistically sxpecc to
attain during you. Air Force careex?

1. Captain

2. Major

3. Lieutenant Colonel
) Colonel

5: General Officer

HAR R RN RN ARARARN RN R ARNR R RARDRNAA AR AR AR ANARRINANADROR IR RS

Please use thea following scale to answer questions 20 - 23
A2 RRRAARERNRN IV AN IARLAREARRBAPARR LA AAR IR ANARIARRAANRARAG IR

Zxtremely important
Moderately important’
Slightly important
Of little importance
Not important at all

[P X _RTE SR o

-

In your opinion, how important is a protege to a mentor in
zegards to the MENTOR'S ,....

20. Job Satisfaction
L. Succesg in the ovganization

2. Ability to keep up with the
technical aspects of the jcb

23. Ability to obtain accurate
and current information

PREXRRARANOINPRANAAARATI AR AR PRAVANDNIANPAAIRIRANNRAARYAANAROCR ORI
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24, What position would your idecal mentor most iikely hold
in ralation to you?

1. None, I do not desire a mentor
2. Friend

3. Relative

4. Senior noacammissioned office
5. Imnediate cupervisocr

6. Sqguadron cammander

7. Deputy coammander for maintenanre
8. Winy commander

3. Other

L2 222222222222 XD 8 PLEASE CONTINUE LAREA SR ERRE SRR 2R RS R




CHARACTERISTICS OF THE MENTOR

The following iz a list of some characteristi-~s associaiec
with a mencor., Please indicate the importance you plac~ on
each characteriatic by selectiig the answer which hestc
represents your attitude ~conceining the qualities and
characteristics a Tentor should possess.

l. Extremely important

2. Modexutely important
3. Slightly important
4. Of littie importance
5. Not important at all
25. ____ Knowledge of busine3s in general
26, ___ Knovledge of the Air Force
27. ____ Knowladge of people
28, ___ KRank in the organization
23, ___ Time within the Air Force
20. ___ Organizational power
31. ___ Respect from superxiors in USAY/DOD
32. ___ Respect from peers in USAF/DOD -
33. __ Respect from suborzdinants in USAF/DOD
34. ____ Respect of peers outside USAF/DOD
35. ____ Understanding of pacple in general
36. ____ Willingness to share knowledge and understanding
37. ___ Willingness to counsel subo dinatcs
38. ___ Same gender as protege
39. __ cSame career field a3 protege
40. ____ Same cocmissioning source as protege

RN IV REDNTARTITERNARK P..EASE CONI‘lN\:E L2 2 AL KNS REAREAEEEE RN R R




ROLES OF THE MENTOR

The following is a list of some of the xoles a mantor can
play in his relationship with a protege. Please indicate
the extent to which you think a mentor should assume each
of the rolas listed below,

1. Definitely should assume this role
2. Probably should assume this role
3. Undecided
4. Probably should NOT assume this role
5. Definitely should NOT aasume thias role
41, Counselor
42, ___ Role model
43. Motivator
44, ___ Teacher
4S. Sponsor
46, Being available tc provide advice
éi. Frovider of aupport for protege’e idasae/mlana
48, Protector {(to provide a buffer for the protege’a
risk taking)
49. Provider of open lines of commanication to/from
the protege
50. Guide to the "un: ritten rules”™ of the organizatiocn

[ A EEXRE R RS2SR R RRNN] PLEASB CONTINUE NAVARRA R L RANRNAN RN RR
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CHARACTERISTICS ASSOCIATED NITH A SULCESSFUL CAREER

“he following is a list of scme of the chavacteristics
associated with success in one's military caraer. Pleasa
indicate your perceptions of how important asach characteris-
tic will be in your career and the careers of other officers
by selecting the answer which best represents ycur views.

10

~

doe

3.

4.

5.
SELF
sl.

52.

65.

B

Extremely impartant
M.derately important
Slightly important

0f little importance
Not laportant atc all

OTHERS
6§.
67.
68.
§9.
70.

"

Ti.

-
!

"~

.

73.
74.
15.
1¢.
17.
78.
79.
80.

-——

Schools attended (collages)
Education level

Grades achieved

Energy level

Functicnal background
HoLivaiion
Luck

A mentor

Family background

Ability to make decisions
Ability to complete agsignments
Ability to motivate others
Ability to lead others

Willingness to work long heours

Professicnal couxses (inclvding PME)

REAVYDALRBARARP  HARAINACEN N ABANARACAANRT TN DN AR YN ANRA A AR
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INSTRUCTIONS

Use the enclosed mark sense form (CGC Form 953, 1 Apr
86) to 1ndicate your responses.

Use only a No. 2 pencil and completely blacken each oval
that contains the Jetter you select as an answer. If
you change an answer, be sure to erase completely.

Select oaly oue response to each question. Be sure to

answer all gquestions.

All 1nformation provided will be kept confidential.
Results will only be presented in summary form. The last
four dig-ts of your sociral security number are required
only tO assign each survey participant & case number 1n
the computer file. (Please note and read Privacy Act
statemeat on the form.)

(GO TO NEXT PACE)




BACKGROUND INFORMATYON

Bloch ! (Serial Number): Write the last four digits of your
Socxal_Securlty Number i1n the vertical row . £ empty boxes 1n
block #). Fill 1n the corresponding ovals 1> the right of
each digairt.

Block 2 (Branchj: 1In the empty boxes provided write the
approp?late two-~letter abbreviation for your basic brancn
using the top box for the first letter and the bottom box for
the second letter. The following example shows correct
encoding for Military Intelligence Corps:

, [ 2erancy |
MO DD ®DD DD D D
DOWDDD @D DMD D D D

Branches 2nd iwvo~Llettar Abbreviations

Alr Defeuse Axctillary -~ Al Corps of Eaginesrs - EN Maedizal Seivica - MS
Ad jutant Ceneral = AG Flald Arcillarcy = FA  Ordnaccs - 0D
Aray Xurse = AN PFioancs -~ ¥l Quartermastar - QM
AXTOE = a2 Iufaalzy = IR  Sigaal = §C
Aviacion = AV Judge Advocaze General — JA Army Med Spec - §¥
Chazplain - (8 Madical Carps - MC  Transportation - .C -
Chemical = Qf Milicary Intelligence =~ MI  Veterinary Corps =~ VC -
Dental Corps - DC Milicary Police ~ MP (Civilian - CV

Cenaeral Off:car/

othar Sve - NQ

Block 3 (Ramk): F1ll 1n the oval below ycur rank.

Block 4 through 2B: ‘.eave Blank.

(GG TO NEXT PAGE)




SURVEY

AXRAAKKXAKEAN PLEASE ANSWER THE FOLLOWING QUUESTLIONS A xdadkhhx

The tollowing are detinitions of terms that are to be used
throughout the queistionnalre:

MENTORING: Auvu 2nformal relationship 1n which a
person Of greater rank and expertise teaches, counsels,
guides, develops and takes a personal 1nterest ia the
professiconal career of a younger adulc.

MENTOR: A loval trusted advisor and teacher,
usually older and more experienced than the i1ndividual
under the mentor's tutelage (protege), who takes a
personal 1nterest 1n the protege's career aand provides
help and guidance to the protege.

PROTEGE: A person under the patronage or care of
someone 1nfluential who can further theilr career (The
Random tlouse College Dictionary 1063).

EAAEARKNR A AR A AR A RN AR AT AR NN RKRA L ANRNATNANARAAANKNAAAEARAN AR AN A AR K kK

1

When drd von recei1ve yonr commlssion?

a. Befor» 196@
b. Beiwe::n 1960-1965
Cc. Between 1966-1979
d. After 197¢

2. What was your source of commlssion?

a. United States Military Academy (USMA)
D. Reserve Qff:icers Trainiag Corps (ROTC!
c. ROTC (Historically Black College {iIBC})
d. Oftficers' Candidate School (0CS)

e. GCther

3. What 1s your geunder?

a. Female
b. Male

(GO TO PAGE 2)




4. What 19 your highest completed dlplcma/deqree?

a. Baccalaureate d. Protessional
b. Masters
c. Ph.D./Ed4.D.

5. As detined above, have you ever had a mentoring
2lationship?

a. Yes
b. No .

LA AR RS R RS SR EEREEZ SRS R R R IR R R R R R R R R R R LR R R

IF YOUR ANSWER TO QUESYION 5 WAS "NO" GC TO QUESTION 19 .

(AR EEEZEE SRR EEREREEREEEEE AR RSS2 Rt s it i a2 AR X N R 'R 8]

6. If your answer to question 5 was "VRES," how many mentors
(1n your career) have ycu had?

a. 1
b. 2
c. 3
d. 4 or more

AREARXARREAAN R AN RERRXAEAAANRATARANAARNARALA A AR AR AN A A AR A AR AT A rdedddok

FOR QUESTIONS 7 and 8, PLEASE BASE YOQUR RFSPONSES ON THE
MENTOR WHO HAD THE "MOST" INFLUDNCE ON VYQOUR DPROFESSTIO.IAL
CAREER

(A Z S AR RS R NE RN RS RERENEEEE R Rl AR st RARNER S S X8 R

7. At what poiat in your military career did your mentor
first exhiblt an 1nterest iu you?

a. Prior to miiitary career (college)
b. 5 years or less 1n the military

Cc. ©-10 years 1n the military

d. 11-19 years in the military

e. 200 or more years in the military
t. Other

8. To what extent did your mentor i1nflueace your career
progression 1n the military?

a. Very great extent

b. Great extent
C. Moderate extent
d. Litvle extenart

(GO TO PAGE 3)




9. Ao otticer with a menror 18 wore likely v be promoted
"below the zone” than an oiticer without a mentor?

a. Very qgreat extenr
b. Creat extant

C. Moderate extent
d. Lrttle extent

1d. When commissioned, what was the highest rank did you
expect to attalrn by the end of your Army careers

a. Major

b. Lieutenant Colionel
c. Colonel

d. General Otficer

LA RS S AR RS R RS SR LSRR R R R R Rl R SRR R RN S SRR ER R R R E R EENE R AR R

IJse the scale below to assess the importaace of the .aeator

relationship to a protege.
AR A S SRR SRS SRS ER AR EEEEEEEREEEEEEEEEEEEEEEE R ERE RS R

Extremely 1important
Moderately imporcant
Slightly important
A little 1mportant

L - -~ ¥ 1 [ R b oot o T ok
- LNU L bl Qs LUpU e A

nweonoowy

@
e
7

l1. Jobv satisfacrion A B
12. Success 1n the organization A B C D E

Ls. Ability to keep up with the technical
aspecus of the job A B C D E

14. Apility to obraln accurate and curreont
1atformation oa vrotfessional affairs A B C D E

(20 7O PAGE &)




CHARACTERISTICS OF THE MENTOR

LR AR RE R RE R R R RS RS ELRRRRRRRRERENEARR RS NEAEEEEERER R R AR R RN

Use the scale below tO assess the importance of the

qualities and characteristics of a me . tor.
LA R A R R ERE R E SR EEEPEAELNESRIREEE R SRS REEEE RS R ESEREEEEEREEREERETERE®E]

a. Extremely important
b. Moderately important
cC. A licttle important

d. ©Not at all wmportant

15. ___ Knowledge of the Army A B C D
6.  Knowledge of people 1in the

organization A B C D
17. __ Kank A B C D
18. _ Time 1n the Army A B C D
13. __ Respect from superiors A B C D
20. ___ Respect from peers A B C D
21.  PRespect from subordinares A B C D
22. _ Respect from pears outside the

Army/DOD A B C D
23. _ Willingness to share knowledge and

understanding A B C D
24.  Same gender as protege A B C D
25. __ same career field as protege A B C D
26. _ Same commissioning sOuUrce as protege A B C D
27. Same ethnic group as protedge A B C D

(GO TO PAGE 5)




ROLES OF THE MENTOR

(A S NSRS SR SR AR IEEEREEREASEEREEE R ERRERRRRRRR AR RARRERRR YRR R R R R X T

The following 1s a list of some of the roles a mentor can
play in the relationship with a protege. Please 1indicate
the extent to whicnh you think a mentor should assume each

of the roles listed below.
khkFhwhdhhdk IR EE RS S EEEEEE R R R ER R ER R RRR TR JLE BRI R R TR I (R I T

a. Definitely should assume thls role

b. Probably should assume thilis role

Cc. Undecided

d. Probably should NOT assume this role
e. PDefinitely should NOT assume this role

28. Counselor A B C D E
29. Role model A B C D E
30. Help protege gain coufidence i1n own

apirLilties A B C D E
31 ____ Teacher A B C D E
3Z. _ Spoasor A 3 T o L
33. Help protege learn the technical

aspects of profession AL 3B C D E
34. ___ Listen to protege's 1deas A B C D E
35, Encourages protege's creativity A B C D E
36. _ Prorector {(to provide a buffer for

the protege's risk taking) A B C D E
37. ___ Provide the protege a better

understanding of the administration

of aa orgamization A B C D E

YOU HAVE COMPLETED THE QUESTICNNAIREL
THANK YOU FOR YOUR PARTICIFATIONI
Send CGSC Form ¢53 (Mark Sense Fcorm) back 1n the eavelope

provided.
PLEASE DO NOT FOLD THE FORM

“TLAST PAGE)
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DEPARTMENT OF THE ARMY

US ARMY CCMMANDC ANC GENERAL STAFF COLL GE
FORT LEAVEANWORY + WANSAS 86027 8200

January 8, 184389

REPLY 7O
ATTENT CN OF

Center for Army Leadersghip

Dear Senior Oificer:

ttached 12 a student-deve'oped gurvey for usge in the
Comm nd and General Staff Coll ge Mastera of Milltary
Arts and Science (MMAS) Progra.. The purpoaze of the
survev |8 to determine the perceptions of senior-level
officers of the importance of mentoring relationghips in
career progresgsion in the United States Army. The
completed assessment will ccmpare your pearceptions with
thoge of other senior officera. Thig data wil]l determine
1f mentoring, in the °“traditional’ sense, ia perceived to
be an important facstor inrn the career progreszsion of
2enior officera.

Thig ig an opportunity for you to express your
cpinions ag a genior officer, regarding mentoring and ite
impact on career progreszicn. The data obtained from
this survey will not be attributed to you personally.

All data reported as a result of thig survey will be

pregented in summary form. Your input 1g vital to the
study.

Pleasa complete the survey and return it in the

enrclosed gself-addresged envelope nc later than February 10,
1888 .

Thank you for your support.

Pﬁ91gsaionally, ™

o D D I e )
. [ | ‘\ ) .__h_‘_____/":' S
Frofe xék\w[‘ Timmerman, Jr.

Colo 1, Armor
Divrec .op

Attachmenta




APPENDIX D




3

2

IO OO

HQ, U.S. ARMY l b ey
' COMMAND AND GENERAL STAFF COLLEGE . e
| FORT LEAVENWORTH. KANSAS Gaom ,

AN
{

RECR:
)

16 0Ge

o~

!
DATA REQUIRED BY THE 2R 4aC - AL
\ ALTHORITY Tae & IC LS Jsce Set

Y rescarcing 1o 0GSC erterta eva .

ROUTINE LSE Tre pertom ot
10 co~Car€ Jata Delweer e e
i’ XL ) survevarswaes Cen . scr o r :
) : 2 1 2aATeR0TIZA SILLCHT  @SCONSRS AN sres
Co respCndert AU tuda: ancLt the eMal Letess 2t e
P! F O R M 3R ZOCINA PrOC..tS
A o (——g] D SC.CSURE ANT £
oy : S atly JOLUNTARY Re
{ coroete 370 acouate
. arswer ans Gues!
~Cuges © 'he Sunstann3 e o
' ! Cu DCses Arswers w .. Te ™
' nersora 3trnlter f R
o ATV e restorses ay nt re

SURVEY RESPONGES.

)
-
A
<
m
g
A
m
92
0
o)
Z
wn
m

- { 2 BRANCH [ 3 HANK L ® T T =
P PR - — -
- | PODBRDTCTORDIDD D D D! (<0, CGL LTC MAZ CPT woO Civ 2E®»DIITT T T T
- DO TODDIODEDEE T D@ oCcocococ oo ImMEBEOD BET T T
- : : T SDHETCT LT E T DT
- SR CoN¢:>WeniieslicoliEt Svali- Millvoliealiia
-— "4 COMPCNENT | L5 ACTIVE DUTV? ‘ 6 ECHELON GF ASSIGNMENT P DT XXX
- loa i s oy’ i vEs NO! Pes O CORPS T MAlM T EECCC T EZ T
= OO O [an N awi [ OmT (e} D.v D CUNLSA A LD E ods A o2 D L X
- T l_.___. !.__.___‘__‘__ —— — s G
P COMBNED (. 2OE C sTaac < IO T T
- -QDA i PEGT T MusaRC OO T ®T ®I T EX DT
- CHCTR (O 3n O ML G SER IS LT XTI
- 2 E®T T Lz T o o¢
- i fres nol lTomoC®: ST E@ I T T
- 7 CAS3 DATA ; , _
| [ 7A DiD YOU ATIENDG? o O LsEOZCET LT T T E D
- TE®@®T T T ST E LT D
- -
- { 7B CLASS NUMBER L 7C. GRADUATION DATE BER@ T BT BE T T T
.- | N e E L D@ . T ®OCTET T2 @ T LD
- l— ;G:)@c:)c_bﬁcg@csagga?_ggi [ O2O0CTCODODTDT.  EEBDIOCTIT T T DX
- T P D@D ® O NER®®COCIT L LI @ T DI
PR U L SR W B~
= g TOoOODOODOLDOODD . S ®DD D ® D TETOC T T T T
- Rl vallie-s i ol T Tz T
- T t mEm @ T T T x - — =
- 8 CGSOC D.TA | , — ST e Booom R
i j 8A CID YOU ATTEND? ME&EoDI R T DT 0
. T —T - - i S -Z
NEm® I i & I L -
= _ - BEX@®ETETE e X DL DD
- 83 GRADUATION YEAR BHET @ O D E LT
- oo wo® i DR DO T s AT D
- DO @DODOCO TN 3X @O T T T e »oToT .
- = L = 2
R N Dot
- .
[CANN: (A A Dol
- T -~ - - -
- e T e e e e R
3 PCC DATA e e o [ 4 L R e . -~ - e -
- o : 9A DID YOU ATTERD? s R o
ean ) - - o -
e 1ty LRACLAT 0N DAT 3 - R _
(L. - - s
- P e 129 -




APPENDIX E




! 1. SERIAL NUMBER
‘o GRADUATE

HQ, US. ARMY | loocovoomo®@
COMMAND AND GENERAL STAFF COLLEGE - DDDDRD>DODD

DOCDDODDDODD
FORT LEAVENWORTH, KANSAS

FITit

D D000,

DATA REQUIRED BY THE PRIVACY ACT QF 1974
AUTHORITY Title 5. 10 US Ccae Sect:en 39i2

PURPQSE To obtan attituges anc opinions from personre.
«esponding ta CGSC externai eva-ua’ on surveys

ROUTINE USE The portion oOf e S3N provigec wili Se uaec
10 compare Jald between ve.eCied resSDORSCTI INiery.éw 353
survey answers Demggraphic 'nfermation croviciec wili be use s
10 categonize atitudingl resconses which are sguctea 1o obta:r
responcent attitudes about the ettectveness ot CGSC instratt:cr
and ¢octrinal progucts

%m - ‘ DISCLOSURE AND EFFECT Partc.0at o0 n this sgrvey s
g VRS sinctly VOLUNTARY Aespoadents ae enccurages o orovice

SURVEY RESPONSE
FORM

ccmplete and accurate snicrmaign 2yt are 1oY -
answer any questians considered opject:cnacle et g 2413
inclyded in the quest:cnnaire wiil Te used only ‘or stat-st ca-
purposes. Answers will be re:d .n strict cont.geale w.imou!
personal attritbut:gn !* aii requestec data 1s rr. proviced the
ndividual respenses may rot be used

=
- - SURVEY RESPONSES
- [ 2BrancH | 3. RANK I PPODT HODDT DD
- POTERPDPODEDDD D D 75 |SoLILTC jMASCPT NGO IV 1O DD NOEDTOD
- ( DO D@EDOEDOED D D lojoloioojo IDDOD® OO DI
| - o - LD ®ME METTTD
;- O RO SCOT DD
- 4. COMPONENT {5. ACTIVE DuTY? 6. ECHELON OF ASSIGNMENT & EODOTD HIODOT D
- ra s i, Cv - Ivesino | ses O] cores 1O wacow O] TODODD® 40200 D
- O.0|00 QT JOINT oOi o O COMUSA i‘:’i L T ST
—-— COMBINED || 8OE D] sTaRC '9_1 IO DO DO
- . HQDA ©O; reeT O] MusaRe 10D, @O D@D DD
- scwetA (O] en O sl O I OCO® OO
- | NPT RECTTCTD
— | S CAS3 DATA ves| no |13®CDGJGD(D BOOODOD
- ' | 7A. DID YOU ATTEND? oo OO “DDDDD
- BODODOLD 55T
- 78. CLASS NUMBER 7C. GRADUATION DATE (DD ODD® $DDDDD
- D lo® 3 D @ O DODD 575@ DD 6D
- | oo od®| DODDOODODOD BEODTOD BOOODE
= j.’ @ DO g DO®D DD D VPO ODD YE@DDD
- 8 ' IDOODODOECODDD| | ODE®OO®D WE DO OO D
-~ RO DO DD
- 8. CGSOC DATA _ ‘ YES| NO NDDODO @D
h ‘ [ 8A. DID YOU ATTEND? = [=) BODOODD HDDOCDD
- UDDODD HODDDO DS
- BODDOOE HODDOD
o= 8B. GRADUATION YEAR XODODE DD DD
- DOEDODDD O DO DO DD
- DODDODDODODD®D BHODODO 83T T
- i29®®©®® REDDDD
- 1 NODOOD PTE@ODT
- - OCCTT LT T
- 9. PCC DATA [vesino |32®®©®<§- T ®OOT
- ' [ 9A DID YOU ATTEND? olo T BO OO DD
.) H
- MO ® T D T o>
- ' 98. GRADUATION DATE ']l rO®DOODT E ™ T T
L3
: oo ® o PO DOOT TE®@T ST
- ;"__{__iqg@g@_@_@oo_@j 131 V@S T R T Il L
- " TOmEDEOD e Sl Tz oo
- : DD ®ED Y@l o7
LT v Tz T




APPENDIX F




APPENDIX F

Summary of Black Senior Officers' Responses

when did you receive your commission?

a. Before 1960 23.8%
b, Between 1960-1965 57.8
c. Between 1966-1970 17.2
d. After 1979 l.6

What was your source of commission?

a. United States Military Academy (USMA) 5]
b. Reserve Officers Trainiag Corps (RCTC) 39
c. ROTC (Historically Black College {HBC}) 46
d. Officers' Candidate School (0CS) 9
e. Other 4

What is your gender?

a. Female 6.3
b, Male 93.7

What is your highest completed diploma/degree?

a. Baccalaureate

b. Masters 8
¢. Ph.D./Ed.D.

d. Professicnal

W Qo
o W

5. As defined above, have you ever had a mentoring
relationship?

a. Yes 59.4
b. No 40.6

IF YOUR ANSWER TO QUESTION 5 WAS "NO" GO TC QUESTION 19

N= 64

6. If your answer to question 5 was "YES," how many mentors
(1a your career) have you had?

a. 1 23.7
b. 2 23.7
c. 3 21.1
d. 4 or more 31.6



FOR QUESTIONS 7 and 8, PLEASE BASE YOUR RESPONSES ON
THE MENTOR WHO HAD THE "MOST" INFLUENCE ON YOUR
PROFESSIONAL CAREER

7.

14,

At what point in your military career did your mentor
first exhibit an interest in you?

a. Prior to military career (college) 7.923
b. 5 years or less in the military 34.2
c. 6-10 years 1n the military 15.8
d. 11-19 years in the military 42.1
e. 20 or more years in the military

f. Other

To what extent did your mentor influence your career
progression in the military?

a. Very great extent 21.1
b. Great extent 31.6
C. Moderate extent 39.5
d. Little extent 7.9

An officer with a mentor is more likely to be promoted
"pelow the zone" than an officer without a mentor?

a. Very great sxtent 13.2
b. Great extent 31.6
C. Moderate extent 28.9
d. Little extent 26.3
N= 38

Whe 1 commissioned, what was the highest rank did you
expect to attain by the end of your Army career?

a, Major 19.4
b. Lieutenant Colonel 38.7
¢. Colonel 35.5

d. General Officer 6.5




Use the scale below to assess tne importauce of the mentor
relaticanship to a protege,

a. Extremely important
b. Moderately important
C. Slightly important
d. A little importaant
e. Not at all importanc

A B c D E
11. __Job satisfaction 21.9% 31.3% 25.9% 10.9% 10.9%
12. __ Success in the
organization 34.4 37.5 17.2 4.7 6.3
13. _ Ability to keep up

with the technical
aspects of the job 14.1 26.6 34.4 16.9 14.1

14. Apility to obtain
accurate and current
information on
professional affairs 39.1 31.3 12.5 9.4 7.8

CHARACTERISTICS OF THE MENTOR
Use the scale below to assess the importance of the
qualities and characteristics oOf a mentor.

a. Extremely important
b. Moderately importaant
¢. A little 1mportant

d. Not at all important

A B C D *M\S

15. ___ Knowledge of the

Army 73.4 21.9 4.7
16. Knowledge of people

in the organization 57.8 28.1 14.9 1.6 1.6
17. Rank 3404 4006 2109 106 1-6
18. Time 1n the Army 25.0 62.5 10.9 1.6
19. __ Respect from

superiors 78.3 17.2 190.9 l.6
20. Resgpect from peers 59.4 26.6 5.4 4.7

* M\S = Missing Observations




A B C D *M\S
21, Respect from
subordinates - 53.1% 32.8% 12..% 1.6%

22. Respect from peers
cutside the Army/
DOD 17.2 40.6 20.3 20.3 1.6

23. Willingness to share
knowledge and
understanding 78,1 18.8 3.1

24. Same gender as
protege 7.8 35.¢ 26.6 28.1 1.6

25. same career field
as protege 18.8 46.9 26.6 6.3 1-6

26. Same commissioning
source as protege 3.1 1&.8 12.5 62.5 3.1

27. Same ethnic group
as protega 7.8 23.4 18.8 40.9 3.1

* M\S = Missing Observations

ROLES OF THE MENTOR
The fcollowing is a last of some of the roles a mentor can
play i1n the relationship with a protege. Please indicate the
extent to which you think a mentor should assume each of the
roles listed below.

a. Definitely should assume this role

b. vrobably should assune this role

c. Undecided

d. Probably should NOT assume this role
e. Definitely should NOT assume this role

A B
_ Counselor 73.4 2¢.3

_ Role model 81.3 15.6
Help proteg<e gain
confidencte in wo
abilities

Teacher

sSponsor




33.

34.

35.

36.

37.

A
Help protege learu
the technical
aspects of
profession 29.7%

Listen to protege's
1deas 65.6

Encor ages
protege's
creativity 65.6

Protector (to

provide a buffer

for the protege's

risk taking) 17.2

Provide the protege

a bettcer

understanding of the
administration of

an organization 46.9

39.1%

28.1

23.4

31.3

392.1

14.1%

6.3

l4.6% 1.6%

6.3
29.7 12.5
4.7 3.1
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Summary of White Senlior Officers' Responses

1. when did you receive your commission?

a. Before 1960 2.5%
b. Between 1960-1965 46.2
c. Between 1966-1970 50.9
d. After 1970 1.3

2. What was your source of commission?

a. United States Military Academy (USMA) 21.3
b. Reserve Officers Training Corps (ROTC) 53.8
¢. ROTC (Historically Black College {HBC}) 00.0
d. Officers' Candidate School (0OCS) 23.8
e. Other 1.3

3. What is your gender?

a. Female 3.7
b. Male 96.2

4. What is your highest completed diploma/degree?

a. Baccalaureate 18.7
b. Masters 76.3
¢. Ph.D./E4.D. 5.9
d. Professional go8.9

5. As defined above, have you ever had a mentoring

relationship?
a. Yes 57.0
b. No 43.0

IF YOUR ANSWER TO QUESTION 5 WAS "NO" GO TO QUESTION 19
. N= 80

6. If your answer to question 5 was "YES," how many mentors
(1n your career) have you had?

a. 1 26.1
b. 2 34.8
c. 3 21.7
d. 4 or more 17.4




FOR QUESTIONS 7 and 8, PLEASE BASE YOUR RESPONSES ON
THE MENTOR WHO HAD THE "MOST" INFLUENCE ON YOUR
PROFESSIONAL CAREER

7. At what point in your military career did your mentor
first exhibit an interest in you?

a.
b,
c.
d.
e.
£.

Prior to military career (coliege)
S years or less in the military
6-10 years in the military

11-19 years in the military

29 or more years in the military
Other

4.3%
21.7
23.9
47.8

2.2

To what extent did your mentor ianfluence your career
progression in the military?

a.
b.
<
d.

Very great extent
Great extent
Moderate extent
Little extent

4.3
52.2
34.8

8.7

An officer with a mentor is more likely to be promoted

"pelow the zone"

a.
b.
C.
d.

Very great extent
Great extent
Moderate extent
Little extent

than an officer without a mentor?

2.3
28.5
5.0
27.3

N= 46

1. Wnen commissioned, what was the highest rank dad you
expect to attain by the end of your Army career?

a.
b.
C.
d.

Major

Lieutenant Colonel
Colonel

General Officer
MISSING




Use the scale below to assess the importance of the mentor
relationship to a protege.

a. Extremely important
b. Moderately important
C. Slightly important
d. A little important
e. Not at all important

A B C D E

11. __ Job satisfaction 26.6% 40.5% 21.5% 6.3% 5.1%
12. __ Success in the

orgaanization 38.4 43.¢ 17.7 5.1 3.8
13. __ Ability to keep up

with the technical

aspects of the job 5.1 34.2 25.3 21.5 i3.9
14. _ Ability to oObtain

accurate and current

information on

professional affairs 24.1 40.5 29.3 8.9 6.3

CHARACTERISTICS OF THE MENTOR
Use the scale below to assess the importance of the
qualities and characteristics of a mentor.

a. Extremely important

b. Moderately importaat

¢c. A little important

d. Not at all important

A B C D *M\S

15. Knowledge of the

Army 65.0 30.4 2.7 g.00 1.3
16. Knowledge of people

in the organization 41.3 43.8 12.5 1.3 1.3

Rank
Time 1in the Army

Respect from
superiors

Respect from peers

Mi1ss3ing Observations

16.3

13.8

53.8

52.2




A B C D *M\'S

21. Respect from.

subordinates 52.5% 32.5% 12.5% 1.3%3 1.3%
22, Respect from peers

outside the Army/

DOD 13.8 28.8 31.3 22.5 1.3
23. Willingness to share

knowledge and

understanding 81.3 13.8 3.7 1.3
24. Same gender as

protege 17.5 21.3 31.3 27.5 2.5
25. ___ Same career field

as protege 18.8 38.7 32.5 8.8 1.3
26. Same commissioning

source as protege 1.3 5.0 20.0 71.2 2.5

27. Same ethnic group
as protege 2.5 8.8 28.8 58.7 1.3

* M\S = Missing Observations

ROLES OF THE MENTOR
The following is a list of some of the roles a mentor can
play in the relationship with a protege. FPlease indicate the
extent to which you think a mentor should assume each of the
roles listed below.

a. Definitely should assume this role

b. Probably should assume this role

c. Undecided

d. Probably should NOT assume this role
e. Definitely should NOT assume this role

A B C D
Counselor 78.5 29.3 1.3

Role model 19.0 2.5
Help protege gain

confidence in own

ablilities

Teacher

Spounsor




33.

34.

35.

36.

37.

A
Help protege learn
the technical
aspects of

profession 17.7%
Listen to protege's

ideas 57.8
Encourages

protege's

creativity 60.8

Protector (to

provide a buffer

for the protege's

risk taking) 21.5

Provide the protege

a petter

understanding of the
administration of

an organization =~ . 21.8

143

58.6%

39.2

34.2

31.6

60.3

20.3%

2.5

3.8

21.5

18.3

D E

10.1% 1.3%

1.3

1.3

16.5 8.9

6.4 1.3
N=89
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APPENDIX H

Summary of Participants' Combined Responses

When did you receive your commission?

a. Before 1960 11.9%
b. Between 1960~-1965 51.7
c. Between 1966-1970 35.7
d. After 1979 o7

What was your source of commission?

a. United States Military Academy (USMA) 11.8
b. Reserve Officers Training Corps (ROTC) 47.2
c. ROTC (Historically Black College {HBC}) 29.8
d. Officers' Candidate School (0CS) 17.4
e. Other 2.8

What is your gender?

a. Female 4.9

What is your highest completed diploma/degree?

a. Baccalaureate 13.2
b. Masters 81.9
¢, Ph.D./Ed.D. 3.5
d. Professional 1.4
As defined above, have you ever nhad a mentoring
relationship?

a. Yes 58.0
b. HNo 42.0

YOUR ANSWER TO QUESTION 5 WAS “NO" GO TO QUESTICN 19
N= 144

If your answer to question 5 was "YES," how many mentors
(1n your career) have you had?

a. 1 25.9
b. 2 29.8
¢c. 3 21.4
d. 4 or more 23.8
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FOR QUESTIONS 7 and 8,
THE MENTOR WHO HAD THE "MOST"

PROFESSIONAL CAREER

7.

PLEASE BASE YOUR RESPONSES ON
INFLUENCE ON YOUR

At what point in your military career did your mentor

first exhibit an interest in you?

a. Prior to military career (college)
b. 5 years or less in the military

C. ©6~10 years in the military

d. 11-19 years in the military

e. 20 Oor more years in the military
£. Other

6.0%
27.4
280.2
45.2

1.2

To what extent did your mentor influence your career

progression in the milatary?

a, Very great extent
b. Great extent

¢. Moderate extent
d. Little extent

11.9
42.9
36.9

8.3

An cofficer with a mentor is more likely to be promoted
"below the zone" than an officer without a mentor?

a. Very great exteunt
b. Great extent

¢. Moderate extent
d. Littie extent

7.3
25.6
40.2
26.8

N= 84

When commissioned, what was the highest rank did you
expect to attain by the eund of yocur Army career?

a. Major

b. Lieutenant Colonel

c. Colonel

d. General Officer
MISSING

i2.1
35.5
41.8
2.9
'7




11.

12.

13.

14.

15.

16.

17.

18.

19.

29.

* M\S

Use the scale below to assess the importance of the mentor

relationship to a protege.

a.
b.
c.
d.

e.

Extremely importantc
Moderately important
Slightly important
A little important
Not at all important

A

Job satisfaction 24.3%

Success in the
organization 32.2
Ability to keep up
with the technical
aspects of the job

Ability to obtain
accurate and current
information on
professional affairs 30.8

CHARACTERISTICS OF

mmal a a

| & S S . . Voo
ch LCIIT DLW AQLT WS LWUW

gualities and characteristics

-

a.
b.
C.
d.

Extremely important
Moderately important
A little impertant

Not at all important

A
Knowledge of the
Army

68.8

Knowledge of people

in the organization 48.6
Rank 24.3
Time in the Army 18.3

Respect from

superiors 61.1

Respect from peers 55.6

Missing Observatioas
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B C D E
36.4% 23.1% 8.4% 7.7%
49.3 17.4 4.9 4.9
30.8 29.4 16.8 14.9
36.4 16.8 2.1 7.0
THE MENTOR

the importaance of the

of a mentor.

B C D *M\S
26.4 4.2 .00 .7
36.8 11.8 l.4 7
52.1 17.4 4.9 .7
67.4 19.4 2.8 o7
27.1 9.0 2.1 7
31.9 8.3 3.5 7




24.

25.

26.

Resgpect from
subordinates

Regpect from peers
outside the Army/
DOD

Willingness to share
knowledge and
understanding 79.9 16.9 3.5 7

Same gender as
protuge 13.2 27.8 29.1 27.8 2.1

Same career field
as protege 18.9 42.7 30.1 7.7 7

Same commissioning
source as protege 2.1 11.1 l6.8 67.8 2.2

* M\S = Missiug Observatio

15.4

27, Same ethnic group
as protege 4.9 15.4 24.5 53.8 1.4

-~
ud

ROLES OF THE MENTOR

The following is a list of some of the roles a mentor can
play in the relationship with a protege. Please indicate the
extent to which you think a mentor should assume each of the
roles listed below.

a. Definitely should assume this role

b. Probably should assume this role

¢c. Undecided

d. Probably should NOT assume this role

e. Definitely should NOT assume this role

A B c D E

28. Counselor 76.2 26.3 2. o7 .7
29. Role model 79.7 17.5 1.4 o7 .7
34. Help protege gain

confidence in own

abilities 62.9 31.5 5.6
31. Teacher 66.4 39.1 2.1 l.4

32. Sponsor 26.6 35.7 22.4 12.6 2.8




33-

34.

35.

36.

37.

Help protege learn
the technical
aspects of
profession

Listen to protege's
ideas

Encourages
protege's
creativity

Protector (to
provide a buffer
for the protege's
risk taking)

Provide the protege
a better
understanding of the
administration of

an organization

A

23.1%

60.8

62.9

19.6

33.1

45.5%

34.3

29.4

31.5

50.7

17.5%

l6.1

12.6%

o7

22.4

1.4%

10.5
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